REPORT 


OF THE 


Royal Commission on 
Technical and Professional 
Services 


February, 


Printer to the King's Most Excellent Majesty 
1930 


Price, 15 cents 


a 


ow, 


L q NV, ‘ 
Car ; : 
Com nd Gu ~~ a LAA LA 
c L 


REPORT 
Royal Commission on 
‘Technical and Professional] 
Services 


February, 1930 


Ottawa 
F. A. ACLAND 
Printer to the King's Most Excellent Majesty 
1930 


Digitized by the Internet Archive 
in 2024 with funding from 
University of Toronto 


https://archive.org/details/31/761120615109 


CONTENTS 


Section 4.—GrENERAL OBSERVATIONS. 


Variation in the numbers of the Civil Serviee—Variation in the Cost of Living— 
Prospects of Advancement Narrowed by Recent Salary Revisions—Growing 
Complexity of Government—Recent Extension of Government Activities...... 


Section 5.—Importance oF THE Crvin Service IN THE GOVERNMENT OF UANADAs cases 


RPRNIMLGIEY WI poo e w aba sis niynccis p.2.0:0 0s drcea.is6o-n « See ee ek eG 


Section 7.—ResPonsisi.itres OF THE TECHNICAL, SCIENTIFIC AND PROFESSIONAL WorK- 
ERS. 

Importance of Science in the Work of Government—Range of Scientifie Activi- 

tics of the ‘Government, ‘in'Canada. .. FUR... 207 Pree P2T ee... 


Section 8—Tuer Propiem or DEFINITION. 


Statutory Definition in the United States—Our Definition based on Two Cri- 
| er ee eee ee ee ee rl ee eee ee 


Section 11—Txr Government Service ComPARED WITH PRIVATE EMPLOYMENT. 


Salaries within the Service, and in Outside Employment—Opportunities for 


Promotion within the Service and Outside 


ee ee ee ee i eee ee > 


Section 13.—Present Practice in DEALING wiTH PRomoTIONs. 


Promotions under the Civil Service Act—Powers and Duties of the Civil Service 
Commission—Classification of the Service—The Present System of Selection 
for Promotion—British Experience Regarding Examination of Professional 
8 i ee Cle RR. imams At 


Section 14.—Proposep CREATION oF Two DtvisIons IN THE TECHNICAL, ScrenTIFIC 
AND PROFESSIONAL SERVICE; AND RECOMMENDATION WITH RESPECT TO THE MerTHop 
or SELECTION FOR Promotion rn Eacu Drviston. 

Practice of Private Corporations in Selecting for Promotion—Changes Desirable 
in the Service—Proposed Establishment o Two Divisions—Promotion in the 


First Division—Promotion in the Second Division 


SOCMEKTR SODAS oD EELS S'S eH ww 


Section 15——Txr Merrsop or RECRUITING FOR THE TECHNICAL, ScrenTiFIC AND PRo- 
FESSIONAL SERVICE. 


Experience in the British Civil Service—Suggested Changes in the Method of 
oN! rer: a, = i. RAL aie 


Section 16.—Prorosep New Grapes AND DETERMINATION oF INDIVIDUAL SALARIES 
WITHIN GRADES. 


Treatment of Special Cases—The Safeguarding of Individual Interests under 
the Scheme here Recommended—Proposals with Regard to the Period of 
eer s EEE ee ype ie. 2 i eee 
Section 17.—REcoMMENDATION WiTH REGARD TO THE DeTarLs or ADJUSTMENT. 
Provision for the Reviewing of Classifications and Grades.................... 


3 
764—1} 


10 


10 


12 
13 
13 


14 


16 


17 


20 


SAS 


CONTEN TS—Concluded 


Section 20.—RECOMMENDATION WITH ReGArD TO THE BoaRD OF Rarttway ComMIs- 
SIONERS: SALARIES, PENSIONS AND TENURE OF OFFICE.........--+ 25s eeeeeeeeees 


Section 21.—RECOMMENDATION WITH REGARD TO THE BOARD OF PENSION COMMISSIONERS: 
SALARIES, PENSIONS AND TENURE OF OFFICE... 6.666.060 eee e eee tenet tenes 


Section 22.— RECOMMENDATION WITH REGARD TO THE CIVIL SERVICE COMMISSION: 
SALARIES, PENSIONS AND TENURE OF OFFICE. ....... 5.600 e renee teen eens 


Section 23.—CoMPENSATION oF Deputy Ministers AnD Assistant Deputy MINISTERS. 


Section 24.—RECOMMENDATIONS REGARDING OTHER OFFICERS WITH THE RANK OF 
DEPUTY UMUINISTHR:.. 5c ei Me sede ie aso « ~ PEPER 0 chiA Clete te terrseg see eee 


Section 25.—RECOMMENDATIONS WITH REGARD TO SPECIAL RATINGS............-.++-+ 
Section 26.—THE Cost or THE CHANGES RECOMMENDED........-.06- sect eee ete eees 
Section 27.—SUGGESTED FURTHER INVESTIGATION OF THE CrviIL SERVICE GENERALLY. . 


Section 28.—SumMMARY OF THE FoREGOING RECOMMENDATIONS: 
Definition—Grades and Salary Scales—First and Second Divisions— 
Recruiting — Probationary Period — Contributions under the Civil Service 
Superannuation Act — Board of Railway Commissioners — Board of Pension 
Commissioners — Civil Service Commission — Deputy Ministers — Officers with 
the Rank but not the Title of Deputy — Special Ratings — Advisability of 
General Investigation — Certain Statutory Changes Involved................. 


APPENDICES 


Appenpix A.—List of Positions considered to be technical, scientific and professional; 
and of the grades considered appropriate to these positions...............e.0---- 


Appenpix B.—Comparison between the salaries of engineers in the Civil Service of 
Canada, and the salaries of engineers: (a) in the public service elsewhere in Canada; 
(b) in private employment in Canada and (c) in the Canadian Universities....... 


Appendix C.—Comparison between the rate of advancement of certain graduates of 
McGill University, in the public service, in academic employment, and in private 
EMPLOVMEM in, So gece cove ns lc erste cio we + + eRe Eeatads ete «9 cltiahele ol) ta a alee ea 


AppENnDIx D.—Salaries in the Civil Service of Canada, compared with salaries of teachers 
in the Collegiate Institutes of Toronto, with special reference to rates of annual 
INCL GRSE TE RI FP ices see ae nt 45 «Me aire tae ecco forge gs er 


Interim Report on Organization and Salary Rates for the Research Staff of the National 
Research/Council, .cieetsevl) waacl. . < cpelaiicd 6 Meats Losecigta Soa ener eae eee 


PAGE 


28 
28° 


28 
29 


29 
29 
30 
30 


31 


36 


50 


53 


55 


57 


REPORT 


To His ExceLLency 
Tue GOVERNOR GENERAL IN COUNCIL: 


We, the undersigned Royal Commissioners, beg leave to present our report 
epee technical, scientific, and professional officials in the Civil Service of 
anada. 


1. PURPOSE OF THE PRESENT INQUIRY 


We were appointed to enquire into 
“rates of salaries, pensions, etc., of technical and professional officials of the Civil Service 
of Canada as compared with such rates applying to similar positions outside of the Civil 
Service in Canada, and to report to the Government as to readjustment of existing classi- 
fications and remunerations, and to make such other observations with regard to salaries 
generally in the Civil Service as the Commission may consider relevant.” 

By a supplementary Commission we were authorized- 


“to include within the scope of (our) enquiry officers of the Government service above men- 
tioned (Civil Service Commissioners, Pension Commissioners, Railway Commissioners and 
all officers having the rank of Deputy Minister) and also all such employees of the Gov- 
ernment whether subject to the Civil Service Act or not.” 

We were also authorized by the supplementary Commission 
“to report as to which employees come within the designation ‘ professional and technical 
officers.’ ” 


2. PROCEDURE ADOPTED TO COLLECT INFORMATION 


Prior to the appointment of this Royal Commission, the Civil Service Com- 
mission had submitted to the Government a recommendation in favour of cer- 
tain alterations of salary for professional and scientific members of the service 
and translators, and had also forwarded a list of those positions which they con- 
sidered to be technical, scientific and professional, in explanation of their 
recommendation. 

In order to obtain the most complete information concerning all classes 
which might have any claim to be considered technical (scientific) or profes- 
sional, we forwarded copies of the list submitted by the Civil Service Com- 
mission to the deputy heads of all departments. The latter were asked to indi- 
cate whether or not they regarded as technical (scientific) or professional, each 
of the classes in their respective departments which had been recommended by 
the Civil Service Commission. They were also asked to submit any classes 
not included in the above list, which they considered as coming within these 
designations. 

With the above, the deputy heads submitted the description of duties and 
qualifications approved by the Civil Service Commission for the various classes. 
If this information did not in their opinion accurately describe present duties 
or qualifications, they furnished with it an amended description. The same 
information, compiled by the deputy head, was submitted for classes which had 
not been defined by the Civil Service Commission. 

{ In order to obtain information as to resignations from the technical (scien- 
tific) and professional service, we caused to be prepared detailed statements of 
the resignations from all! the classes upon which information was supplied, either 
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by the Civil Service Commission, or by the deputies, showing the name of the 
employee concerned, his salary at the time of resignation, and, where possible, 
his new position and salary. bare 

By obtaining the names of all classes considered technical (scientific) or 
professional, either by the Civil Service Commission or the chief permanent 
officers of the departments, and by giving consideration to representations made 
on behalf of classes not submitted by either of the foregoing, we believe that 
we have ensured consideration for all classes with any substantial claim to 
recognition as belonging to this group. 

In the following pages, we present our findings and recommendations with 
regard to the technical (scientific) and professional members of the Civil Ser- 
vice of Canada. These are designed so as to cover the whole of the service, with 
a single exception. In this report we make no recommendations regarding’ the 
Scientific Staff of the National Research Council, since an interim report has 
already been presented, dealing with this subject. 


3. REPRESENTATIONS BEFORE THE COMMISSION 


In addition to the material already referred to, we have considered both 
written and verbal submissions from the Professional Institute of the Civil Ser- 
vice, the Engineering Institute of Canada, the Canadian Institute of Chemistry, 
the Civil Service Federation of Canada, the Electrical Communication Workers 
of Canada, the Dominion Customs and Excise Officers Association, and many 
others. 

The Civil Service Commission, the Railway Commissioners and the Pen- 
sion Commissioners gave evidence in connection with salaries, pensions, tenure 
of office and the nature of their duties. 

Other officers, whose salaries were specifically referred to us for inquiry, 
were invited to make written or verbal submissions and were heard by the 
Commission. : 

The deputy ministers, or other chief officers of the various departments 
employing considerable numbers of technical (scientific) and professional men, 
appeared before the Commission, and gave evidence respecting the duties and 
salaries of the various classes in their departments which were under con- 
sideration. 

In addition to the evidence specifically referred to, we have received many 
submissions from individuals and on behalf of various groups of employees. All 
such communications have been given consideration, and representatives of such 
groups have been accorded a hearing, whenever this was requested. 

_ Information has been obtained as to the salaries and pensions of technical, 
scientific and professional employees of the Provincial Governments, the Cana- 
dian universities, the two large railways of the Dominion, and a number of 
Canadian corporations. 

We have held eight meetings in Ottawa, Victoria and Quebec respectively, 
exclusive of meetings to consider and prepare our recommendations, and have 
examined sixty-seven witnesses in the course of our inquiry. 


4. GENERAL OBSERVATIONS 


During the last twenty years, a number of disturbing factors have reacted 
upon the Civil Service so as, despite the best efforts of those responsible for its 
organization, inevitably to cause a certain amount of confusion. Of these dis- 
turbing factors the four most important appear to have been as follows:— 

(1) The rapid variation in the numbers of the Civil Service: 

(2) The rapid variation in the cost of living; 
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(3) The growing complexity of government; and 

(4) The extension of government activities into a number of new fields, of 
which oa most important for our present purpose is the field of 
research. 


_ Their effects have naturally been more evident in the case of the profes- 
sional and administrative staffs than in the case of the clerical staffs. Perhaps 
the technical (scientific) and professional groups have felt them most of all. 


Variation in the Numbers of the Civil Service 


(1) In 1912 the total number of civil employees in the Government ser- 
vice was approximately 20,000. It was increasing rapidly before the war broke 
out and during the war it continued to increase as rapidly. 

In 1920 the maximum was reached, when the strength of the Civil Service 
as a whole was a little more than 47,000. In other words, during a period of 
eight years the numbers had increased by no less than 135 per cent. From 
then onwards, a process of demobilization, analogous to the demobilization of 
the military forces, reduced the strength of the Civil Service from 47,000 to a 
minimum of a little more than 37,000 in 1925. That is to say, the strength of 
the service was reduced by approximately 10,000 during those years. From 
1925 onwards the numbers have been increasing; and in 1928 the strength of 
the service was reported at 39,580. 

So rapid an increase in numbers, followed by so rapid a decrease, inevitably 
interferes with the smoothness of operation of the departments, and is a factor 
tending to reduce efficiency, at the same time that it causes innumerable prob- 
lems of organization and classification, which cannot always be dealt with as 
rapidly as they arise. 


Variation in the Cost of Living 

(2) Not only was the personnel of the service changing rapidly, first as a 
result of rapid expansion in numbers, and afterwards as a result of rapid con- 
traction during these years, but also the problem of salaries was becoming 
increasingly acute. 

The cost of living, which had already risen considerably from year to year 
since the beginning of the century, rose even more rapidly during the war years. 
In 1920, when the maximum was reached, foodstuffs were more than twice as 
expensive as they had been in 1913. The cost of living generally was 90 per cent 
higher than in 1913. Meantime, there had been no corresponding increase in Civil 
Service salaries. From 1913 to 1920, the average increase in Civil Service salaries 
was about 43 per cent, less than half as much as the rise in the cost. of living. 
Since the salaries of the great majority of civil servants only sufficed, before the 
great rise in the cost of living, to keep them and their families in moderate com- 
fort, it is easily seen that this failure of the average increase in salaries to keep 
pace with the rise in the cost of living involved a real hardship, during this period, 
for a considerable number of civil servants, for whom relief could only take the 
form either of resignation in order to accept better paid employment outside the 
Service, or of a general revision of salaries which should have regard to the actual 
increase in the cost of living which had occurred. This situation was developing 
and its main outlines were clearly discernible, at the time when the firm of Arthur 
Young & Company was called upon to undertake the extensive work of reclassifi- 
cation and revision of salaries which is associated with their name. 

Under the circumstances, it was inevitable that their findings should provide 
a temporary rather than a permanent solution. At the time when the survey was 
made by Arthur Young & Company, it was impossible for anyone to foretell the 
future course of prices and the probable changes in the cost of living during the 
generation to come. 
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Any attempt at a permanent settlement of the many questions calling for a 


solution would, at that time, have necessitated a forecast of the future of the cost. 


of living, which would almost certainly have been proved wrong, and might well 
have been very wide of the mark. Consequently, Arthur Young & Company 
adopted the plan of making recommendations in favour of a temporary cost of 
living bonus, which was subsequently consolidated into the present scale of 
salaries. 


Prospects of Advancement Narrowed by Recent Salary Revisions 

Since the cost of living bonus had been calculated in relation to the needs 
of men with families, and had nothing to do with the merits of the services rend- 
ered by them, it of course acted as a levelling influence, reducing considerably 
the range between minimum and maximum salaries, and so narrowing the prospect 
of advancement in the service. 

We are informed by the Civil Service Commission that the following is a 
reasonably accurate statement of the highest bonus paid at different salary levels 
and the accumulated changes in basic rates to date: — 


(1) (2) (3) 
Head of Amount 
Household added Per cent 
: Bonus to basic increase 
Basic salary rate original classification Maximum salary on basic 
as paid rates salary 


1920-1921 to date 


$ $ $ 
Under $1,200 (say, $900 Maximum)........... 420 240 26-6 
DEANE ree cen Poe ee... Beale 396 240 20-0 
DU POUN babe BEA Ie hoes . Se, 348 240 16-0 
SUMO ea Mee oc hdl Ao. ee 276 180 10-0 
SLO ee eek we ed e.g ame: 240 120 6-0 
AOU err. Cee ae eT | | A 240 120 5-0 
RR UN acy 6 ae ee) a 7 ae 240 120 4-0 
eLldeee cere) Sale tS Can aD en 240 120 3-0 
SOG ree eG | Ame 240 120 2:4 


As will be seen from the table, officers whose positions were on a basic rate 
of $1,800 received an increase of $180, or 10 per cent upon the basic rate; while 
officers whose positions were on a basic rate of $4,000 received an increase of only 
$120, or 3 per cent upon the basic rate in their case. 


Growing Complexity of Government 

(3) Moreover, the task of administration itself has altered considerably dur- 
ing the past fifteen years. . : 

In the first place, the unexpected outbreak of War, and the tremendous mili- 
tary effort which Canada was destined subsequently to make, threw a consider- 
able strain upon the governmental machine, which was accentuated when the 
problems of demobilization, after-care and pensions had to be faced on a large 
scale, after the war, at a time of considerable industrial and financial disturbance. 
In the second place, the last generation saw a wide extension of the field of legis- 
lation in Canada. It is safe to say that the tasks discharged by the Civil Service 
at the present time are very much greater and more complex than they were in 
1913; and these tasks have been undertaken by a service which is organized along 
the same lines as before the War, and with essentially the same structure. It is 


a Bi to the Service as it now stands, that its structure has stood the strain 
so well. 
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Recent Extension of Government Activities 


(4) Meanwhile, these developments have also made necessary the intrusion 
of government into a number of new fields of activity. Year by year it is co- 
operating more and more intimately with industry ; and the efficient performance 
of its tasks, especially the new tasks, will contribute to the suecess of Canadian 
industry, in competition with other great national industries in the world market. 


5». IMPORTANCE OF THE CIVIL SERVICE IN THE GOVERN- 
MENT OF CANADA 


In studying the problem of the technical (scientific) and professional service, 
whose members are to be found in almost every department, performing duties 
of a distinctive character, yet in close association with the administrative officials 
in the department, we have been made to realize afresh the fundamental unity 
that underlies these varied activities. The formal distinction between the legis- 
lative and executive branches of government, between Parliament on the one 
hand and the Cabinet controlling administration on the other, obscures but. it 
does not alter the fact that efficient parliamentary government is only possible 
when the decisions embodied in statutory form are made effective throughout the 
Dominion by a body of trained administrators and experts. Until well within the 
nineteenth century, there was no country which possessed a trained Civil Service. 
The possibility that government might function in its own particular sphere of 
administration with an efficiency equal to that of private enterprise in its sphere, 
was scarcely contemplated. Necessary reforms were not even attempted, or when 
brought forward in Parliament, were often opposed and rejected, on the ground 
that government could not undertake elaborate policies, even of great national 
importance, with reasonable prospect of suecess, because of administrative dis- 
abilities. The new democracies demanded such measures, and for a considerable 
time the demands were refused for this supposed reason. The now discarded 
doctrine of laissez-faire rested, in part, on the supposed impotence of government 
to undertake complex tasks of administration, even in respect of those matters 
of administration which are the natural province of government. 


It is only within the last three generations that even the most advanced of 
modern democracies have felt sufficient confidence in their mechanism of public 
administration, to launch boldly upon their new tasks. The change in the atti- 
tude of government to national problems and its willingness to satisfy demands 
for legislative action, to meet new and complex economic and social conditions, 
were preceded by the creation of a body of trained experts and administrators, 
in the service of the State, who could safely be entrusted with the important 
responsibilities of efficient government administration. The conception of | 
efficient democracy to-day (though.this is by no means always fully realized) 
presupposes an efficient corps of civil servants. It is based upon the assumption 
that the nation as a whole is entitled to service, and that the Government should 
aim to secure service no less devoted and able than that which has always been 
at the command of private enterprise and of individuals. 


The problems of government are becoming ever more complex; the effective- 
ness of government action must be limited, to a substantial extent, by. the 
quality of the Civil Service, which is called upon to investigate many subjects 
of national importance demanding consideration by the Government, as well as 
to make governmental policies effective and governmental decisions operative; 
and we believe that no more important task confronts those in charge of the 
country’s affairs, than that of improving, and continuing to improve, by every 
means at their disposal, the quality of the Civil Service of Canada. 
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6. SPECIAL IMPORTANCE OF CERTAIN HIGH OFFICES IN THE 
SERVICE OF THE STATE 


It seems almost superfluous to observe that positions of honour and dignity, 
involving public responsibility of a high order, can only be satisfactorily filled 
by men of sufficient financial independence to enable them to perform their 
important duties free from the worries and distractions which inevitably follow 
financial embarrassments, even of a minor nature. Any other situation would 
inevitably mean that such appointments could only be accepted by men of 
ample private means, thus limiting to an embarrassing extent the number avail- 
able for such positions. It must be remembered that those filling high offices in 
the service of the State have a position to maintain in their respective communi- 
ties, if the dignity of their offices is to be upheld. Obviously the annual com- 
pensation which should be paid to the incumbents of these offices should be 


adequate, and even generous, if the services of men of high calibre and the 
requisite ability are to be obtained. 


7. RESPONSIBILITIES OF THE TECHNICAL, SCIENTIFIC AND 
PROFESSIONAL WORKERS 


Throughout our inquiries, we have been impressed by the character of the 
work now done in the Civil Service of Canada. In accord with the highest 
traditions to be found elsewhere, its own tradition demands the faithful per- 
formance of his duties by the individual, though the results of the work, done, 
however important they may be, do not accrue directly to him, either in the 
form of wealth, or, as a rule, in the form of public recognition. It is the Service 
as a whole, whose prestige is increased, or whose influence for good is extended, 
when work of outstanding merit is performed; and it is within the Service only 
that the individual worker obtains his reward. His reward is not in material 
advantage, but in the recognition and approbation of his fellow-workers. 


Importance of Science in the Work of Government. 


Within the service the work of no other section has increased in importance, 
during the last generation, so fast as that of the technical, scientific and profes- 
sional workers. A proper appraisal of the present situation must begin by 
recognizing the growing importance of science in the work of government. Not 
many generations ago the work of the Civil Service (except that of the military 
and naval forces, and the law officers of the Crown) was almost wholly adminis- 
trative. It is only within living memory that a series of remarkable advances 
in pure science, and the discovery of countless new, valuable and often unex- 
pected applications of pure science to practical affairs, have made it no less 
essential for government than for private enterprise to be provided with a large 
and competent scientific staff. 


In the case of Canada, whose vast natural resources make it uniquely 
important that government should assist private enterprise to develop rapidly 
our latent wealth with the minimum of waste, it is especially necessary that the 
Civil Service should include men of the highest scientific attainment. To date 
the country has been fortunate in commanding the services of such men, in 
whom there was often so little of self-interest, that the opportunity for scientific 
inquiry was regarded by them as being in itself a sufficient reward for their 
services. Instances are not unknown, in which men receiving salaries not 
markedly greater than that of a chief clerk in many private corporations, have 


ae i means of enriching the wealth producers of Canada by many millions 
of dollars. 


TECHNICAL AND PROFESSIONAL SERVICES 11 


Nor is the need for such workers restricted to certain narrow fields within 
the Service. In department after department, there is being carried on work of 
national importance, whose efficient performance requires the services of trained 
men with initiative and scientific imagination. Moreover, each extension of the 


work of government into new fields widens the scope, and increases the need for 
such workers. 


Range of the Scientific Activities of the Government in Canada 

The most conspicuous of the newer government enterprises is perhaps the 
National Research Council, whose possibilities for good are incalculable, and 
upon which an interim report* has already been presented. But the business of 
research has been carried on in the past in a number of departments, and these 
- will continue to contribute valuably to the solution of research problems, work- 
ing alongside the staff of the National Research Council. 

The importance of the responsibilities devolving upon the scientific workers 
in the Department of Agriculture, for example, it is almost impossible to 
exaggerate. In these days, when improvement of the quality of farm products 
is all important, their work is of lasting benefit to every farmer practising scien- 
tific agriculture, and to every organization marketing farm products. Much 
the same may be said, in a very different field, of the research work carried on 
in the Department of Mines by the staff of the Geological Survey and others. 
Many mining camps in Canada have presented new mining and metallurgical 
problems, upon the solution of which the development and economic use of their 
ores has depended. 

Scarcely less important is the work of surveying, which is carried on by 
certain branches in a number of departments, and which is necessary for the 
extension and efficient development of our great natural resources in unde- 
veloped areas. It is only as government makes available comprehensive and 
reliabe information on these areas, that industry can safely undertake the 
pioneer work of their exploitation. 

Of considerable importance also is the work of inspection, often demanding 
technical qualifications of a high order, which is necessary for the maintenance 
of the quality of our agricultural and many other products. 

In the same way, the statistical enquiries, which can only be perfomed 
efficiently by government, have assumed a position of prime importance within 
the last generation. With the unification of the statistical services of the 
Federal Government, as a result of the Statistics Act of 1918, there has been a 
tremendous enlargement of the fund of statistical information, which is avail- 
able for the guidance of Canadian industrialists and financiers as well as of 
Parliament. Since this Act was passed, Canadian official statisties have also 
attained a degree of accuracy previously unknown. Obviously, it is upon the 
possibility of continuous and accurate measurement of changes in economic con- 
ditions in this country and abroad, that the success or failure of a great deal of 
Canadian enterprise must necessarily depend. 

These are only some representative instances of the manner in which the 
importance of the technical, scientific and professional workers in the Civil Service 
has been increasing of late years; while their numbers have increased till, by our 
own computation, there are now some 2.400 of them altogether. The competence 
of such workers for their tasks is assured, only when they have undergone an 
arduous and expensive preliminary training; and with the steady growth of 
scientific knowledge, the length and expense of the necessary training also tend 
steadily to grow. 

It is essential to the continued welfare of the country that the Civil Service 
be enabled continuously to recruit workers with a proper scientifle equipment for 
their tasks, and to retain them in the face of the high rewards offered for work 


*Printed at end of this report. 
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of the same character elsewhere. Conditions of service, which proved attractive 
onlv to men of inferior quality, would presently be reflected in the hampered 
work of national development, and would operate as a handicap not only to 
government itself, but also to the business enterprise of the Dominion and to 
the people at large. With the growing importance of the work to be performed 
by the technical and scientific staff, it is, indeed, evident that the Service will 
require, with the passage of time, increasingly better men; nor does the enunci- 
ation of this principle reflect in any sense upon those who are discharging the 
heavy responsibilities of the present. 


8. THE PROBLEM OF DEFINITION 


While our terms of reference do not authorize us to make any rule or 
regulation binding upon others as to what positions are or are not technical or 
professional, we have been obliged, in order properly to discharge our functions 
and to report comprehensively upon the matters committed to us, to determine, 
for our own purposes, the positions which come within the scope of our Com- 
mission, and as to which we have a duty to report. 

The use of the word “ technical’, in our terms of reference, is obviously + 
beset with difficulty. There is a sense in which an artisan who has served a term — 
of apprenticeship, and become qualified as a journeyman, may fairly be 
described as a technical man. Yet it is obvious that no line of demarcation, 
drawn for our present purposes, could include such a worker, however competent 
he might be, without causing serious confusion. It is the scientific character of 
so large a part of the work of the Civil Service upon which our attention has been 
directed, and which has suggested a working basis for the necessary definition. 


Statutory Definition in the United States : 

It is doubtless a similar consideration which has recently led to the 
demarcation in the United States Civil Service, of those officials performing 
“Work which is based upon the established principles of a profession or science, 
and which requires professional scientific or technical training equivalent to that 
represented by graduation from a college or university of recognized standing”. 
(H.R. 6578. 20th Congress). 


Our Definition Based on Two Criteria 


After deliberation, and the hearing of a number of Deputies on this question 
of demarcation, it has been concluded that a working definition should have 
reference both to the previous training of the incumbent of a position, and to the 
duties which he is called upon to fulfil in that position. 

For a position to be considered as technical or professional, we believe 
that it should as a rule be necessary that the holder possess the degree of 
a recognized university, with specialization in a branch of knowledge 
generally now regarded as belonging to the professions—as pure and 
applied science (including forestry), law, statistics, or actuarial science. t 


No rigid grouping of these subjects for the purpose of this definition seems | 


to us, however, either desirable or possible. With the growth of knowledge, and 
the development of new professional curricula by those in charge of higher edu-. 
cation, subjects which are properly considered non-professional in one generation 
may properly be considered professional in the next generation. Any list of 
professional and technical positions in the Civil Service, however carefully it 
were to be constructed, would therefore need revision from time to time, when it 
might be necessary to designate as professional, certain classes previously con- 
sidered non-professional, or vice versa. | 


yy a 
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In particular, it should be observed that there are certain classes of civil 
servants (in the Department of National Revenue, for example) who can 
scarcely, as a group, be considered to come within the terms of this or any 
similar definition, and who may nevertheless occasionally need to recruit 
individual officials with special qualifications of a scientific character, such as 
can only be secured at present in specialized courses at the universities, or in 
technological institutes of university standing. No definition could permanently 
be satisfactory, if its application were so rigid as to preclude the admission of 
onceam special cases of this kind into the technical, scientific and professional 
classes, 

But, we belieye, it is not sufficient that such civil servant should have 
received, before his appointment, an education which is properly termed 
technical, scientific or professional. We regard it as essential that the 
position which he holds (even if his duties are to some extent adminis- 
trative) should be such as to demand the use of the technical, scientific 
or professional knowledge which the incumbent has already acquired by 
Se ne ee as distinguished from the practice of a technique which 
can be fearned in the course of his employment. Here again, the fact that 
with the passage of time, there is continual alteration in the character of the 
duties to be performed in many positions in the Civil Service, and that positions 
are occasionally being discontinued or new positions created, would involve the 
revision from time to time of a list of professional positions, if such were 
presently to be established. 


9. THE PRACTICAL DIFFICULTIES OF DEMARCATION AND 
THEIR SOLUTION 


Moreover, it is clear that even at a given moment of time, no definition of 
the professional classes, when used for purposes of demarcation, would give 
results that are entirely satisfactory. There are certain small but not unim- 
portant groups of civil servants, who would be excluded if any precise definition 
were applied, whose exclusion would nevertheless, we believe, be improper and 
unfair. Such groups have, therefore, been regarded in this report, as coming 
properly within the scope of our enquiry. 

The classes which, upon a full consideration of the matter, we believe 
should at present be regarded as coming within the scope of our commission 
are shown in Appendix A below. 

We recommend that as, from time to time, applications are made by 
deputies for the classification as technical, scientific or professional of positions 
previously not so considered, or vice versa, these questions should be decided by 
the Civil Service Commission, in the light of the principles formulated above. 


10. PURPOSE OF OUR RECOMMENDATIONS 


In the course of discussions with Deputy Ministers and others who appeared 
to give evidence, we were impressed with the keenness and ability of many of 
the senior officers in the service. Their calibre is proof—if proof be needed— 
that in the past the Civil Service has been successful in enlisting and retaining 
men of first-rate ability, despite the relatively moderate remuneration. We 
do not feel the same assurance, however, that it will continue successfully to 
recruit or hold such men in the future, unless conditions of employment and 
prospects of advancement in the service can be simplified and improved con- 
siderably. Evidence given at our hearings makes abundantly plain the great 
difficulty that is sometimes experienced, even at present, in securing candidates 
for appointment, of the right type and the requisite ability. With the growing 
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attractions offered by private employment, in this age of increasingly rapid 
economic expansion, these difficulties are likely to become increasingly serious. 
In framing our recommendations, we have therefore always borne in mind the 
double need, firstly, for a simplification of the conditions surrounding the 
technical, scientific or professional worker; and secondly, for an improvement 
of his prospects in the service. 


11. THE GOVERNMENT SERVICE COMPARED WITH PRIVATE 
EMPLOYMENT 


In certain respects, it is true, the civil servant is at no disadvantage, or 
even at a positive advantage, when compared with other workers of his own 
kind in private employment. An appointment in the service carries with it 


security of tenure. The holder of such an appointment is freed from many of . 


the uncertainties to which the servant of a private corporation is exposed. In 
the case of the Civil Service of Canada, we find that the system of pensions and 
superannuation is adequate, and indeed generous, in its treatment of those with 
ten or more years of service to their credit. Provision for holidays and sick 
leave is adequate also. It is superior to that ordinarily found in private employ- 
ment, and equal to the best current practice. 

These three conditions serve, very properly, to assist in relieving the civil 
servant of anxieties with regard to his own future and that of his dependents; 
and so set him free, without such distractions, to concentrate upon his duties. 
But while they do constitute advantages, when compared with the conditions 
ordinarily prevailing in private employment, such advantages are not those 
which as a rule appeal most strongly to men of an energetic, creative tempera- 
ment, among whom the leaders in the service, no less than the directing heads 
of private enterprises, must be sought. For the sake of the country, no less 
than of the service itself, it is necessary that conditions of employment should 
offer a permanent positive attraction to men of this type. 

The disadvantages encountered in the Service are connected, for the most 
part, with the scale of salaries, and with the opportunities for promotion. 


Salaries within the Service, and in Outside Employment 


(a) So far as the scale of salaries is concerned, we find that the technical, 
scientific and professional workers in the Junior ranks of the service are at no 
pronounced disadvantage as compared with other similar workers in outside 
employment. Indeed, it is evident that beginners’ salaries in the service are 
not infrequently somewhat larger than beginners’ salaries elsewhere. The neces- 
sity for offering relatively high salaries to beginners is to be found in the very 
limited range of advancement which is open in the service, compared with the 
wide, and indeed almost unlimited range of advancement, which is offered to 
men of the required experience and calibre in outside employment. It appears, 
in other words, that the relatively low salaries paid to the senior officers of the 
service, instead of being a means of keeping the burdens of the taxpayers to 
the minimum, have actually been a means of increasing those burdens, since the 
number of beginners who must be liberally compensated, on the present scale, 
is comparatively large, while the number of senior officers, whose remuneration 
is low in relation to their responsibilities, is comparatively small. 

When the average of salaries in the technical, scientific and professional 
service is compared with the average of professional salaries outside the service, 
generalization is not easy. Many professions and groups of workers are to be 
found in the service, and a separate comparison is needed for each, with the 
comparable profession or group outside. Such a comparison is not always 
directly possible, since little is known with regard to personal earnings in 
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the professions, and the private corporations employing professional or scien- 
tific workers are not always prepared to make public the salaries paid to such 
workers. Moreover, there are instances of scientific groups in the service, such 
as the entomologists, or the plant pathologists, or the astronomers, the nature 
of whose work is such that there exist no comparable groups of workers in private 
employment. In general, however, we believe that the average of salaries in 
the technical, scientific and professional service is below the average for com- 
parable workers outside the service. In this connection we draw attention to 
the comparisons outlined in Appendices B, © and D, in which comparisons are 
made, firstly between the salaries of engineers within the service and outside; 
secondly, between the rate of advancement of certain graduates of McGill 
University, in the public service, in academic employment, and in private 
employ; and thirdly, between the rate of salary increase among members of the 
technical, scientific and professional service, and among members of a selected 


group in the teaching profession, whose members are not generally regarded as 
enjoying liberal rewards. 


Opportunities for Promotion with the Service and Outside 


(b) So far as opportunities for promotion are concerned, it is sufficient in 
this place to state that they are very much more.limited than in private employ- 
ment. In the service, the number of responsible and relatively highly paid 
positions is confined within rather rigid limits. Moreover, the number of resig- 
nations during the last ten years has been investigated, and our study shows 
that it represents a comparatively small turnover of the working force. As a 
result, not infrequently, individuals have been obliged to wait for promotion, 
till death or superannuation creates a vacancy. 

' This is the condition throughout the technical, scientific and professional 
service, and at every stage of promotion. We have been especially impressed, 
however, by the slow rate of advancement observable among officers with from 
eight to twenty years of seniority. Many of these officers, at a time of life 
when the financial responsibilities of a growing family are apt to be heavy, have 
not yet reached a scale of salary which can be regarded as adequate, even for 
a decent subsistence. If their professional competence is open to question, they 
should not have been retained in the service. If their professional competence 
is not open to question, then they should be provided with opportunities for 
advancement, which will at least enable them to pass on to their children the 
same educational advantages as they themselves have had. It should be pos- 
sible, long before the twentieth year of service, to pick out all those whose 
promise is exceptional, and by promoting them from post to post, to give them 
a variety of experience that will qualify them, while still in the prime of life, 
for heavier responsibilities to come. 

A private corporation, operated under totally different conditions from those 
essential to the Civil Service, possesses an elasticity which makes possible the 
more rapid recognition of outstanding ability. Thus, in private employment, 
opportunities for promotion are usually more frequent and better. We never- 
theless believe that the system of promotion in the service is capable of some 
improvement; and our recommendations on this point will be found in the later 
pages of this report. 
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12. THE SIMPLIFICATION OF SALARY SCALES 


We have studied in detail the present system of classification in the 
technical, scientific and professional service, and are impressed by the fact that 
it is unnecessarily cumbrous. The number of individual classifications ts very 
great; and the technical, scientific and professional workers are paid at present 
on no less than two hundred and three distinct and separate salary scales. 
Overlapping of salary scales, in successive positions on the ladder of promotion, 
is the rule rather than the exception. 

As an example of this, the case of the Surveys Engineers in the Depart- 
ment of the Interior may be quoted. The successive overlapping classifications 


ale 


Classification Salary Range 
Surveys Hmpmeer (Grade TIL. fF y tee. s+ + hale euene nice » o/s ane sieeve lop che ae ae $2 , 700—$3 , 240 
Surveys Engineer, Grade TV ..5 eae Goce mes pede pngt 248 ois ae bee hae ae 2,820— 3,420 
Sarveys Bngineer, Grade Vu iat cto. +. vdhemeeiale se + > batnibis es olepr leanne 3 420— 3,720 
Surveys Fngineér, Grade VI, 0/120 snes ge ea+ She: ws Si bhy pete ae 3,420— 4,020 


One unfortunate result of this condition is that increments of salary become 
infrequent and discontinuous. A large percentage of the technical, scientific 
and professional workers are at present receiving the maximum salary per- 
mitted in their classification. The fact that there is not an orderly progress 
makes for discontent and disappointment, which are not consistent with the 
maintenance of maximum efficiency. 

In order to deal adequately with deserving officers, whose advancement was 
halted by the present system of classification, new classes were continually 
being created; with the result that an act of Justice to the individual has been 
apt to make conditions for the Service as a whole so much the more difficult 
and complicated. 


We regard it as essential to the more efficient administration of the 
service that a limited number of salary scales should be substituted for 
the present multiplicity; that overlapping of salary scales be elimin- 
ated; and that, for the future, the creation of new classes with special 
salary scales be discontinued absolutely. 


We believe that the bulk of present and future appointments can be 
organized, to the great advantage of individual officers, in seven grades, 
each with its appropriate salary scale, so arranged that the maximum in 
each grade is below the minimum in the next higher grade; and that the 
difficulties inseparable from such a simplification can be met by the deter- 
mination of a small number of Special Ratings. 


One of our principal objects, in making detailed recommendations to this 
end, has been to permit of a series of annual increments (dependent, of course, 
upon the satisfactory performance of his duties by the individual officer) which 
would assure to the members of the technical, scientific and professional Service, 
at the time of life when their obligations are likely to be heaviest, a reason- 
able standard of living. Advancement beyond this reasonable standard should, 


we believe, be dependent upon promotion, as a recognition of outstanding 
competence and merit. 
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13. PRESENT PRACTICE IN DEALING WITH PROMOTIONS 


A drastic simplification of the salary scales, as has already been suggested, 
is an essential preliminary to the general improvement of the service. But 
this must be followed by some effective arrangement, which will provide an 
orderly system of advancement from grade to grade. We believe that the 
present practice in respect of promotion is open to considerable improvement. 

The root of the difficulty lies, not in the statutory rules governing pro- 
motion, but in the needlessly complex administration of these rules. While the 
system of administration represents a sincere endeavour to secure an impartial 
selection, as between candidates for the same position, it is cumbrous and 
tardy. For this reason also, the Service is often unable to retain valuable 
officers, who have received attractive offers of employment from outside, since 
the present system of administration makes almost impossible the rapid revision 
of individual salaries, with a view to meeting such contingencies. While the 
experience of different deputies is not uniform in this respect, there is no doubt 
that the present arrangements governing promotion have a paralyzing influence. 


Promotions under the Civil Service Act. 


Under the Civil Service Act, the responsibility for promotions, as well 
as for the admissions to the service and for the classification of positions, is 
vested in the Civil Service Commission. The relevant sections of the Act with 
which we are here concerned, are 4, 10 and 14. 


POWERS AND DUTIES OF THE COMMISSION 


4. The duties of the Commission shall be: Duties of 
(a) to test and pass upon the qualifications of candidates for admission to, CO™mission. 
and transfer and promotion in, the Civil Service, and to issue certifi- 
cates with respect thereto required under this Act or regulations made 
hereunder ; 
* x * * * * x * 


(c) to report upon the organization or proposed organization of the depart- 
ments or any portion of any department or of the Civil Service, and 
upon any proposed change in such organization ; 

* * * * * * * » 

(f) to arrange for the transfer of supernumeraries or other officers, clerks 
and employees from portions of the Civil Service where they are no 
longer required to other portions of the Civil Service where they are 
required ; ; 

(g) such other duties as are assigned to it by the Governor in Council. 


2. The deputy heads and all other officers and employees of the Civil Service Commission 
shall give the Commission such access to their respective departments and offices to have access 
and such facilities, assistance and information as the Commission may require to offices, etc, 
for the performance of its duties. 


CLASSIFICATION OF THE SERVICE 


10. The Civil Service shall, so far as practicable, be classified and compen- Classification 
sated in accordance with the classification of such service dated the first day of confirmed. 
October, one thousand, nine hundred and nineteen, signed by the Commission 
and confirmed by chapter ten of the statutes of the year one thousand mine 
hundred and nineteen, second session, and with any amendments or additions 
thereto thereafter made; and references in this Act to such classification shall 
extend to include any such amendments or additions. 


2. The Commission may, as it from time to time deems necessary, Establishment 


’ (a) establish additional classes and grades and classify therein new positions ers pt 


created or positions included or not included in any class or grade estab- changes. 
lished in the said classification; and 
(b) divide, combine, alter, or abolish existing classes and grades. 


764—2 
° 


18 ROYAL COMMISSION 


Positions to 3. Each such class shall embrace all positions similar in respect to the 

beembraced qyties and responsibilities appertaining thereto and the qualifications required 

mm classed. for the fulfilment thereof, and shall be given a classification title indicative of 
the character and rank of the employment. 

Statement of 4. The statement of duties made in defining a class in the classification shall 


duties not to not affect. the powers or duties of any employee under any statute or the power 
Beet statutory of a head of a department or a deputy head to control and direct the work of 


ey any employee under such head or deputy head. 

employees. 5. Any change in the duties of a position which, in the opinion of the Com- 
Re-classifica- mission, is material, shall operate to abolish it and to create a new position which 
tion of shall be classified by the Commission under this section. 

positions. ; 

Increases. 14. The rate of compensation of an employee who has not reached the 


maximum rate of compensation of the class in which he is serving, may be 
increased upon the recommendation of the deputy head approved by the Com- 
mission, but no such recommendation shall be approved unless it is accompanied 
by a statement of the deputy head supported by such evidence and records as 
the Commission may require, that the employee has rendered meritorious ser- 
vice and has increased his usefulness in the service, 

2. Such increase shall be to the next higher rate for the class, and the new 
rate shall become effective at the next quarterly date after its approval by 
ae Poesia, that is to say, either the first day of January, April, July or 

ictober. 


The responsibilities borne by the three members of the Civil Service Com- 
mission are thus extraordinarily heavy. They are responsible not merely for 
the staffing of the service, but for the details governing the work of a body of 
civil employees of the Dominion Government, numbering nearly forty thou- 
sand men and women. Countless individual problems arise from month to 
month, which have to be settled on their merits, any one of which may involve 
a great number of intricate considerations, since the position of each indi- 
vidual in the service, when it is reviewed, has to ‘be considered in relation to 
all other like positions in the service. 

There is no doubt that the Civil Service Commission, in one important 
respect, has met the requirements of the country; it has maintained an impartial 
attitude, and on this point is immune from criticism. Those countries in which 
personal influence has been permitted to determine appointments in the public 
service, have, with few exceptions, been governed wastefully and inefficiently. 
The Civil Service Commission may be said to have originated in the determina- 
tion that Canada should not so be governed. But even in the discharge of its 
primary functions, the Commission has been hampered by the great multiplicity 
of its duties and responsibilities. 

In this connection, we have studied with some care the Constitution and 
the duties of the Civil Service Commission in Britain. Both bodies exist for 
the fulfilment of the same main purpose—to make impossible the admission of 
unfit persons to the Civil Service, as the result of private influence. As will 
presently be seen, however, the duties of the Civil Service Commissioners in 
Britain are much less extensive than those embodied in the Civil Service Act 
of Canada. We have been strongly impressed by the greater freedom of the 


British Commissioners to concentrate upon the principal f 
were appointed, the selection of the staff Se i ea 


The Present System of Selection for Promotion. 


The practice of the Civil Service Commission of Canada, in respect of pro- 
e 


motion, is as follows:— 


Upon the occurrence of a vacancy, the Deputy Minister advises the Civil 
Service Commission as to whether or not, in his opinion, the vacancy can be 
filled by promotion, sometimes in special cases accompanying this advice with 
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a recommendation for the promotion of a designated employee. His recom- 
mendation may or may not be accepted by the Commission. If it is not 
accepted, it may be because the Civil Service Commission is under the impres- 
sion that other members of the same branch or Department are equally well, 
or better qualified; or it may be because the Commission is unable to satisfy 
itself that there is anyone in the Department concerned, who is sufficiently 
well qualified to fill the vacant position. 


In the former case, the Commission invites applications and requests the 
deputy to rate the various officials in his department, who apply for the position; 
the rating being made on a percentage basis, twenty per cent for length of 
service, thirty per cent for performance in the candidate’s present position, and 
fifty per cent on account of his fitness for the position which is vacant. 


In the latter case (or indeed, in the former case, if the system of rating 
gives no decisive result) the Commission may advertise for applications for the 
vacant position, either in other departments of the service, or from the general 
public, and may hold a competitive examination. The candidate securing the 
highest mark, is, as a rule, appointed. 


We do not believe that this system is well calculated to secure the most 
suitable technical, scientific and professional appointments. It has one dis- 
tinctive merit; it gives no place, at least ostensibly, to purely personal con- 
siderations. On the other hand, it is mechanical and lifeless. For junior 
positions involving no responsibility, there is something to be said for a system 
of rating, or alternatively, for a written test. Except in the case of junior 
positions, we regard either arrangement as being in many cases an unsuitable 
method of selection. 


British Experience regarding Examination of Professional Civil Servants. 


In this connection we quote from the Fourth Report of the British Royal 
Commission on the Civil Service (Cd. 7338, 1914), which contains some pertinent 
observations on this question. In discussing the problem of recruiting members 
for the technical, scientific and professional Civil Service of Britain, the com- 
missioners observed (Chapter VI.I):— 


“It is at a comparatively mature age that such men, as a rule become desirable as 
public servants; and as a rule they begin their service to the State several years later than 
those who are recruited for administrative and clerical duties. 

“ Any attempt to select men of such standing by competitive examination would be 
generally impracticable; for not only is it true that after a certain age, which some would 

x as early as twenty-seven and few later than thirty, a man ceases to be “ examinable ”, 
but also the qualities which are required in this section of the public service are generally 
not such as to be susceptible of evaluation by the examination method. 

“Such a test, however, even if it did not deter desirable candidates from coming 
forward, could not be applied in such a manner as to eliminate the least fit or select the 
most fit for the public service. 

“We think that for candidates for the professional Civil Service below the age of about 
twenty-seven recourse should be had wherever possible to competitive examination, but that 
it is essential that men who have passed the age of twenty-seven or thereabouts should be 
chosen on their record of achievement and on their personal qualities unless, in the opinion 
of the Civil Service Commissioners, a competitive examination is, in the circumstances of 
any particular case, desirable.” 
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14. PROPOSED CREATION OF TWO DIVISIONS IN THE TECH- 
NICAL, SCIENTIFIC, AND PROFESSIONAL SERVICE; AND 
RECOMMENDATION WITH RESPECT TO THE METHOD 
OF SELECTION FOR PROMOTION IN EACH DIVISION 


The selection of men for advancement and promotion is the central problem 
in the conduct of any great organization. After making careful enquiries, we do 
not believe that the system at present followed, as outlined above, is calculated 
to make for the maximum of efficiency, at least in the case of the technical, 
scientific and professional workers. We believe that the Deputies should be given 
a much greater freedom to recognize and reward individual ability or special 
competency. . 

It must be remembered that the staff of the technical, scientific and pro- 
fessional service have fitted themselves for specialized duties by undergoing a 
specialized preliminary training; and that in many cases the nature of their 
duties is such that no one who is not intimately acquainted with the field of 
knowledge in which their work lies is competent to form a judgment, either as 
to the quality of their work in the past, or as to their capacity for doing more 
advanced and responsible work in the future. ‘ 

It is only natural that the heads of divisions and branches in the technical, 
scientific and professional service should have an acquaintance with these matters 
very much more intimate than anyone else can possess; and that, by daily 
contact with these heads, the Deputy Ministers in administrative charge of the 
Departments should be better informed in regard to them than anyone else, who 
is not actually working in the specialized fields to which reference has been made. 

Moreover, the senior officers in the technical, scientific and professional 
service are responsible in many cases for the control of heavy public expenditures, 
sometimes running into millions of dollars—expenditures which cannot easily 
be made subject to routine supervision, in order to secure that they shall be 
made to the best advantage. 

Not infrequently, these expenditures are made in remote areas. In any 
case, the value to be obtained from them, by the country at large, depends 
upon the diligence and capacity of those in charge on the spot. 

The officers responsible for these expenditures are administering statutes, 
or fulfilling duties, which not infrequently bring them into contact and negotia- 
tion with the most important financial and industrial interests in this country— — 
interests employing professional executives often very much more highly paid 
than themselves—and in certain cases extend their activities beyond the national 
boundaries, where international negotiation and co-operation are involved. 

Under these conditions, the Deputy Ministers and the heads. of branches 
concerned have the same kind of interest as the managers and other executives 
of the great private bodies with which they deal, in building up around them- 
selves a body of able and responsible subordinates, who are capable of the most 
effective team work possible, since many responsibilities must inevitably be 
delegated by them to such subordinates. 

In other branches of the technical, scientific and professional service, while 
no very great expenditure of public moneys may be involved, enquiries of a scien- 
tific character, whether research or survey, are continuously in progress; and 
upon the efficiency with which these enquiries are conducted, depend a possible 
gain or loss of many millions of dollars, by producers in the leading Canadian 
industries. An example of this is the research now being conducted into the 
problem of rust in the wheat fields, which, with a relatively small outlay of public 
money, will. determine the possibility of regularizing and increasing materially 
the yield of the grain areas, to the great benefit (if rust can be combated success- 
fully within a reasonable time) of the whole population of Canada. In cases of 
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this kind, efficient team work among those chiefly concerned is an absolute 


essential—no whit less necessary than in other fields where large expenditures 
are being made. 


Practice of Private Corporations in Selecting for Promotion 


In considering the possible measures by which this ideal of efficient team 
work, so necessary in each of the foregoing instances, may be secured among the 
responsible officers, it is well to take account of the principles which have been 
evolved by the great private corporations in order to dea! with the same problem. 
The practice of the great private corporation in respect of the selection and pro- 
motion of subordinate officers is fairly uniform, and can be very simply stated. 
While the ultimate authority for all appointments and promotions rests with the 
chief executive, upon whom lies the responsibility for the conduct of the whole 
enterprise, it is also true that each executive official, who is responsible for a 
definite part of the work of the corporation, is allowed considerable freedom in 
selecting those who shall in turn carry responsibility under him. Although he 
possesses only the power to recommend promotions, and in every case such recom- 
mendation requires the sanction of higher authority, the system of consultation, 
as a result of which these decisions are made, generally gives him an effective 
choice as to who shall be associated with him in the performance of his duties. 
Habitual interference with his freedom of selection would imply lack of con- 
fidence in himself, on the part of the chief executive, and might also be made to 
serve as an explanation of his subsequent failure to discharge his own responsi- 
bilities effectively. With subordinates who have not commanded his own con- 
fidence, but have been imposed upon him by superior authority, he may claim, 
with some show of reason, that he could not efficiently perform his task. Serious 
limitation of his freedom in this regard would, in other words, involve limitation 
of responsibility also; and the possible success of the business depends upon there 
being a clear allocation of responsibility. 


Changes Desirable in the Service 


While we recognize that it is impossible to secure within the service the 
same degree of elasticity that is to be found in private employment, we have no 
doubt that changes can be made in the direction of greater elasticity. The three 
main essentials appear to be:— 

(1) That the deputy should exercise a more direct control over his own staff, 

than he possesses at the present time; 

(2) That in the selection of individuals for promotion, consideration should 

be given exclusively to merit; and ; iv 

(3) That decisions should be made and acted upon with the minimum of 

delay—a good deal more promptly than is sometimes the case at present. 


Proposed Establishment of Two Divisions stil; 

As will presently be seen, we recommend that the seven grades to be indicated 
below, which we propose as a substitute for the multiplicity of existing salary 
scales in the technical, scientific and professional service, be divided into two 
Divisions, of which the lower be deseribed as the First Division, and the upper 
be described as the Second Division. We recommend also that the control of 
promotion and advancement should be somewhat different in the respective divi- 
sions. 


Promotion in the First Division 

In the First Division, we believe that the best interests of the service demand 
an unfettered control of his subordinates by the deputy, by whom advancement 
and promotion should be determined, subject to approval by the Treasury Board. 
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In this Division, the advancement of the individual should be dependent, not — 


upon the creation of vacancies, but upon his own industry and ability, and the 
character of the work done. ) 

This is in accord with the British tradition, and we believe that the high 
reputation of the British service is traceable in no small measure to the discip- 
lmary control of subordinates within the department. 

Under the present proposal, the principal distinction of rank in the technical, 
scientific and professional service will be that between the two divisicns. 
Officers will be raised from the First to the Second Division, as vacancies occur, 
only when they have already shown their fitness for individual responsibility, 
and have received a training for work in the Second Division. 


Promotion in the Second Division. 


In the Second Division, which will include all heads of branches and 
Divisions in the technical, scientific and professional service, as well as many 
senior positions involving the supervision of subordinates, we believe that the 
Civil Service Commission should exercise a discretionary supervision over pro- 
motions; and that this obligation may remain upon the Civil Service Commis- 
sion, without detriment to the performance of its principal function, that of 
selecting the most fit among the candidates for admission to the service. 

In this instance, we recommend that the selection of candidates for pro- 
motion should be made by the deputy (who will, it is assumed, take steps to 
ascertain the judgment of his senior officers, with regard to the fitness of candi- 
dates for promotion); but that, as a further safeguard against errors, the Civil 
Service Commission should be required, before such a selection is accepted and 
the promotion made effective, to certify that the selected candidate is competent, 
and qualified to discharge the duties that will devolve upon him in his new post. 
The recommendation of the deputy, together with the certificate of the Civil 
Service Commission, would then be submitted for the final approval of the 
Treasury Board. 

In other words, the Civil Service Commission should not be required, as at 
present, to survey the field of choice for possible promotions, but only to satisfy 
itself with regard to the selected individual, that he is a fit candidate for 
promotion. 


15. THE METHOD OF RECRUITING FOR THE TECHNICAL, 
SCIENTIFIC AND PROFESSIONAL SERVICE 


We believe that these recommendations will make for the more efficient 
direction and performance of work in the departments; but they may also be 
defended on the ground that they relieve the Civil Service Commission of certain 
responsibilities, which unnecessarily complicate the work of its staff, and are 
calculated to diminish its own efficiency. 

It is unnecessary to repeat here that the Civil Service Commission exists 
primarily for the discharge of a duty, upon whose faithful performance the 
efficiency of the public service may be said to depend. Its first and most 
important task is to see that the Civil Service is recruited from among men of 
high character, good education, and more than average ability—to safeguard 


the service against the intrusion of unfit persons, as the result of private 
influence. 


It is obvious that this function is exercised most effectively at the gateway - 


to the service. Under the Civil Service Act the Commission must pass upon the 
quality of candidates, devise tests suitable for this purpose in each case, and 
conduct such tests wherever it may be necessary to do so. These in themselves 
are exacting duties. 


‘ 
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Experience in the British Civil Service. 


We believe that useful guidance is afforded by British experience in dealing 
with the same problems, Reference has already been made to the Civil Service 
Commissioners in Britain. The creation of this body was inspired by the same 
motives that prompted the passing of the Civil Service Act in this country. It 
now possesses an uninterrupted record of three-quarters of a century. We find 
that during this period it has indeed exercised some supervision over promotions 
in the British Civil Service; but that it has nevertheless been remarkably free 
to concentrate its attention upon the junior appointments, the quality of which 
must in the long run determine the quality of the service as a whole. 

The Civil Service Commission in Britain was established by an Order in 
Council of May 21, 1855. <A board of three commissioners was appointed, with 
tenure during the pleasure of the Crown, to conduct “the examination of the 
young men proposed to be appointed to any of the junior situations in the civil 
establishments.” The duties of the commissioners (as summarized in the 
Fourth Report of the Royal Commission on the Civil Service, Cd. 7338, 1914) 
were “to satisfy themselves as to the age, health and character of candidates 
for such situations, and to ascertain if they possessed the required knowledge 
and ability for the proper discharge of their official duties.” Under the Order 
in Council, the commissioners’ certificate of qualification on these four points 
became a condition precedent to appointment to any of the junior situations in 
question. 

The function of the British Civil Service Commission has thus not been 
to select the persons who shall be appointed to the service, but to see that no 
persons are appointed, except such as possess the necessary qualifications for 
the work to be entrusted to them. 

In those cases in which the Civil Service Commission in Britain has to do 
with promotion within the service, its function is again negative rather than 
positive. Its business is to issue a certificate of qualification on behalf of the 
candidate for promotion, but not in the first place to make the selection of the 
candidate. Here again, therefore, its task is merely to see that unfit persons 
are not promoted, without exercising a choice as to who shall be promoted. 

Our recommendations will have the effect of assimilating Canadian and 
British practice to a certain extent. 


Suggested Changes in the Method of Recruiting. 

In addition to these recommendations with regard to promotion, we suggest 
certain changes in the method of recruiting the members of the technical, scien- 
tific and professional service, which are not fundamental, but which will, we 
believe, produce a marked improvement in efficiency. 

(a) In the first place, it is suggested that the Civil Service Commission 
should recruit for the Junior appointments in all branches of the technical, scien- 
tifie and professional service, as far as possible at the same time, in the spring 
of the year. 


Recruits in the junior ranks naturally come from the under-graduate or 
graduate schools of the Canadian universities. Ex-students of the universities 
are looking for employment in the spring, and as a rule become available in 
May and June. At other times of the year, owing to the fact that these 
graduates usually find employment very quickly, it is sometimes almost impos- 
sible to fill junior technical, scientific and professional appointments, even 
though they may be financially attractive. 

If, therefore, the Civil Service Commission were to pool its technical, 
scientific and professional appointments for the year so far as possible, and 
advertise them simultaneously in March, there is no reason why these appoint- 
ments should not attract many of the best of the graduates leaving the Canadian 
universities. 
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It is suggested that, at the time when the Government departments submit 
their financial estimates to the Department of Finance, they should also submit 
estimates of their staff requirements to the Civil Service Commission. The 
Civil Service Commission could then study these estimates carefully during 
January and February (as the Finance Department does the financial esti- 
mates), and in March advertise the positions to be filled all over Canada 
simultaneously. It is true that during the remainder of the year it would 
occasionally be necessary to fill positions, where vacancies had not already 
been foreseen; but if the course suggested here were made a routine procedure, 
there is little doubt that the Civil Service could recruit its technical, scientific 
and professional staff mainly at the season when the largest number of good 
candidates is available. 

(b) In the second place, it is suggested that the form of announcement 
of vacancies in the technical, scientific and professional service should be 
changed. 


At present, the advertisement of a vacancy enumerates the details of the 
classification which has been made for the position. In the case of a junior 
position, the lowness of the maximum salary in the classification may itself 
act as a deterrent to suitable persons, who might otherwise have bécome candi- 
dates. The form of advertisement inevitably carries the suggestion that the 
successful candidate may rise no higher than the maximum named. If, on 
the other hand, the advertisement were to explain the relation of the grades 
to one another, and to add that promotion to the higher grades would be made, 
in the First Division, according to the candidate’s industry and ability, and the 
nature of the work done; in the Second Division, according to merit and as 
vacancies occurred; this change would in itself make the position more attrac- 
tive to the prospective candidate for appointment. 


16. PROPOSED NEW GRADES AND DETERMINATION OF 
INDIVIDUAL SALARIES WITHIN GRADES 


These recommendations, it is hoped, will lead to the recruiting of men 
of a high type for the technical, scientific and professional service, and their 
advancement in the service, with a saving of effort and time to those in adminis- 
trative charge, and increased satisfaction in their work and conditions of 
work, on the part of the members themselves. The framework of grades and 
salaries within which it is proposed to apply these principles, and which has 
already been described above in general terms, is as follows: — 


— Minimum Annual Maximum 

' Salary Increase Salary 

$ $ $ 
First Division:— 
rade TSE MRE TOR BAS ald ES 1,800 120 

EA j 2 2,160 
Grade i sb bei thibe geen oe Soo cal 2,280 120 2,760 
Pe batiese ey eka a iy | sie eee ee cee 2,880 120 3,360 
oe ai Senet | SS Ne oe Oe 3,420 120 3,900 
oi a A ee ee 4,020 120 4,620 
SRE ELOMG SRR V icc tances a. ey eM, aly Tee ae: 4,800 240 3,020 
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It is assumed that, unless under very exceptional circumstances, the salaries 
named above are inclusive of house allowance; and that those officials for whom 
a house is provided will be debited with the rent charge accordingly. 

When the scheme outlined in this Report is made operative, and the 
members of the technical, scientific and professional service have been trans- 
ferred to the grades here designated, the present classifications, with their 
elaborate nomenclature, will have passed out of existence. We therefore suggest 
that, after the change has been made, it would be well to base the nomenclature 
in the technical, scientific and professional Service upon these grades, describing 
them respectively as the Junior Professional, Assistant Professional, Associate 
Professional, Professional, Senior Professional and Principal Professional Grades. 
Grade VII, which includes only a small number of members of the service, hold- 
ing appointments of a distinctive character, need not be included in this scheme 
of nomenclature. 


Treatment of Special Cases. 

We recognize that it will not always be feasible to transform an existing 
classification into a single one of the grades listed above, and to restrict the 
incumbent to that one grade pending promotion. 

A crucial case is that of the Geologists. The present scale of salaries of 
these men is:— 


— Minimum Annual 


Increase 
$ 3 
Assistant Geologist................. isc: tae 2,220 120 
PEMA TOOIORIBE. . 5.5. doer cnpeomhancss ogi 2,700 180 
So led! eed IN AR OE 3,720 180 
4,440 180 


GrrOnOMene de fd 2. STR) Oe 


The list of actual salaries shows that two Assistant Geologists are both 
receiving $2,220 at the present time; nine Associate Geologists are receiving 
salaries between the limits of $2,700 and $3,600; and eleven Geologists are now 
receiving salaries between the limits of $3,720 and $4,620; the Chief Geologist 
is at the top of his scale, and receives $4,980. 

As will be seen by reference to Appendix A, it is suggested that for the 
future the Chief Geologist should be in Grade VI; that Geologists should go 
through two grades, V and VI respectively; that Associate Geologists should be 
placed in Grade IV; and Assistant Geologists should be placed in Grade II and 
should be promoted, at the discretion of the deputy, to Grade III, in accordance 
with the spirit of our recommendations in Section 13, above. 

This suggestion involves an alteration of limits as follows:— 


fet: Present Proposed 
imits Limits 
$ $ $ $ 
Abeta Gicee: 202... PE TE 2,220—2, 580 2, 280—3 , 360 
Anaovisibe Tierikigint) cisuis Ss hs « 256 Tel. Wine 2,700—3 , 600 3,420—3 , 900 
I a atid ond bwin aly terete * ay Ue <n OE 3,720—4,620- | 4,020—5,520 


' On this basis, it is recommended that the eleven existing Geologists be 
placed in Grade V, and that it be left to the discretion of the deputy in time to 
come to recommend the promotion of individuals to Grade VI. Similarly, it is 
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recommended that the nine existing Associate Geologists be placed in Grade IV. 
Assistant Geologists will be promoted to Grade III on the recommendation of the 
deputy, and will enter the Second Division by promotion to Grade IV, when they 
are raised to the rank of Associate Geologists. ; 


The Safeguarding of Individual Interests under the Scheme here recommended. 


Since, in the revision of salary scales for the whole of the technical, scientific 
and professional service, it is not unlikely that here and there an individual 
officer might conceive that the revision suggested in his case might offer him 
less than he could count upon receiving in his present classification, we recom- 
mend that any such officer be permitted, on expressing a wish to do so, to remain 
within his present classification, pending promotion to one of the higher grades 
in the scheme here recommended. 

In any case, we wish to make it clear that, in the transference of members 
of the technical, scientific and professional service from the present classifica- 
tions to the new grades, the details of transfer should so be arranged, as, im no 
case, to bring about a reduction of salary. Thus, if the present salary of the 
individual is above the minimum of the grade into which he is transferred, he 
should be transferred to the point in the new grade corresponding to his present 
salary, or, if the correspondence is inexact, to the next higher rate in the series 
of increments within that grade, and should not go to the bottom of the new 
grade. If it should be found that any member of the service is now receiving 
a salary higher than the maximum of his new grade, his salary should be main- 
tained at the present figure, but any one else who is subsequently promoted to 
the position should be placed at the minimum of the new grade, and should 
proceed by the regular increments to the maximum of that grade. 


Proposals with Regard to the Period of Probation. 

In the case of those entering the service in Grade I, whose qualifications 
are such as to permit of a fairly rapid promotion to one of the higher grades, 
but not in other cases, we recommend that the period spent in Grade I be 
regarded as a probationary period. 

We regard the present probationary period of six months as being altogether 
too short; and since those entering the service will possess unequal qualifications 
and experience, we do not believe that the probationary period should be of 
uniform length. We consider that it should not in any case exceed three years; 
but that those with especial qualifications or experience should not be required 
to spend the full period of three years on probation. 

__ It is assumed that in future those who are recruited to the technical, scien- 

tific and professional service will in all cases be graduates of universities, or, 
alternatively, of institutions of university standing. But these graduates will 
not, at the time of appointment, possess equal qualifications. Some will possess 
the Bachelor’s degree, in Science, or Engineering, or some other branch of 
knowledge, and will have had no research experience of any kind. Others will 
possess the Master’s degree, and will have had a research experience of one or 
two years. Others, again, will possess the Doctor’s degree, with a research 
experience of three years or more, and the completest training at present obtain- 
able in their chosen field. 

It is clearly not necessary to treat men, whose qualifications differ so 
greatly, on one and the same basis. The circumstances of the case require that 
they should be recruited, in the probationary grade, at different initial salaries; 
and it would be wise, also, to make the respective probationary periods of 
unequal duration. While the full three years in the probationary grade may — 
be required, generally speaking, for the holder of the Bachelor’s degree, one 
Nie of probation, or at most two, should suffice for the holder of the Doctor’s 
degree. 
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17. RECOMMENDATION WITH REGARD TO THE DETAILS 
OF ADJUSTMENT 


By the application of these principles to the technical, scientific and pro- 
fessional service, we believe that the two main objects above mentioned can 
be secured; conditions of employment can be simplified very greatly, and pro- 
spects of advancement improved. 


It is nevertheless inevitable that, in the working out of details, there will 
be certain injustices to individuals. 

These are likely to be connected both with the demarcation of present 
classes, and the grading of positions. : 

We repeat that there is no clear-cut line of distinction between those classes 
which may properly be described as technical, scientific or professional, on the 
one hand, and on the other, those which must be described as administrative. 
The work of many civil servants is to some extent scientific, and to some extent 
administrative also. As soon as an attempt is made to draw sharp lines of 
distinction between the two groups, it becomes evident that they blend into 
one another almost imperceptibly. It is therefore inevitable that a demarca- 
tion, to meet the needs of the service, must be, to a certain extent, arbitrary. 


Provision for the Reviewing of Classifications and Grades 


In order to guard against possible injustices, to groups which have not been 
included in Appendix A, we recommend that, on application of the deputy or 
deputies concerned, the Civil Service Commission be authorized to review the 
qualifications and duties of the members of any such group, in the light of the 
general definition to be found in Section 7 above. 

Similarly, in order to guard against the possibility that certain groups may 
have been placed in grades, under a misapprehension of the real importance of 
their duties, we recommend that, on application of the deputy or deputies con- 
cerned, the Civil Service Commission be authorized to review the grading of any 
such group, and, if necessary, to revise it. : 


18. CONTRIBUTIONS UNDER THE CIVIL SERVICE 
SUPERANNUATION ACT 


Since outside the service it has come to be generally recognized that the 
provision made for pension funds is essentially a part of the remuneration for 
work done, we believe that it would be well to amend the Civil Service Super- 
annuation Act (1924), so as to entitle the civil servant, at withdrawal from the 
service for any cause (except dismissal for misconduct), or his estate in the event 
of his death, to a payment from the pension fund of not less than his accumu- 
lated contributions to the fund, without interest. 


19 MEDICAL OFFICERS AND SOLICITORS 


We make no recommendation in respect of part-time medical officers, the 
nature of whose duties makes it impossible to classify them in grades designed 
for the compensation of persons, the whole of whose time is devoted to the ser- 
vice of the State. Medical officers holding full-time appointments are dealt 
with in Appendix A, as are solicitors, also. 
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20. RECOMMENDATION WITH REGARD TO THE BOARD OF 
RAILWAY COMMISSIONERS: SALARIES, PENSIONS AND 
TENURE OF OFFICE 


We have considered carefully the position of the Board of Railway Commis- 
sioners. Its members bear heavy responsibilities, and upon the wisdom of their 
decisions depend, to no small extent, the welfare of the country and the public, 
and the enormous transportation interests of the Dominion. Moreover, their 
work is at times strenuous, and demands a strong physical constitution, as well 
as sound judgment and knowledge. The terms of their employment should 
obviously be such as to offer a permanent attraction to men of vigour and unusual 
ability. When the board was originally constituted, the salaries of its members 
appear to have been fixed with this consideration in mind; and they were actually 
higher, at that time, than the salaries of judges in the Supreme Court. In 
recent years, however, they have not been raised so as to keep pace with the 
rapid increase in the salaries of other important appointments in the public ser- 
vice. The limited tenure of office and the absence of a pension provision are 
also factors tending to make a seat on the board less attractive than it should 
be; and although retiring members are very properly eligible for reappointment, 
there is an age beyond which they should not be called upon to perform duties 
of an arduous character, which may involve long periods of travel under vary- 
ing conditions. We therefore recommend, in regard to the Railway Commis- 
sloners:— 

(1) That their salaries be raised as follows: the Chief Commissioner to 
receive $15,000 annually; the Assistant Chief Commissioner, $12,000; the Deputy 
Chief Commissioner, $11,000; and the remaining members of the board, $10,000; 

(2) That retiring members of the board be made eligible for pension, on a 
non-contributory basis, at the rate of one-third of total salary for those with 
ten or more, but less than twenty years of service; and at the rate of two-thirds 
of total salary, for those with twenty years of service and upwards; and 

(3) That the age limit for members of the board be reduced from seventy- 
five years to seventy. . : 

(4) We recommend also that the tenure of future appointments be sim} 
to that of judges of the Supreme Court of Canada, ee cet for a Nes Jase 


21. RECOMMENDATION WITH REGARD TO THE BOARD OF 
PENSION COMMISSIONERS: SALARIES, PENSIONS AND 
TENURE OF OFFICE 


f Though not of the same kind, the responsibilities of the Board of Pension 
Commissioners are also heavy. We recommend that the salaries of members of 
the board be fixed at $7,500 annually; and that the Chairman receive $9,000 
We further recommend that, in respect of pensions, the provisions of the Civil 
Service Superannuation Act (1924) be applied to them, with the exception that 
upon the expiry of their term of office they be eligible for pension although they 
may not have reached the age limit required; and that the tenure of future 
appointments be at the pleasure of the Crown. 


22, RECOMMENDATION WITH REGARD TO! THE?’ Civil SER. 


VICE COMMISSION: SALARIES, PEN 
seeder , SIONS AND TENURE 


We recommen 1 i i 
d that, in respect of salaries, pensions and tenure of office, the 
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23. COMPENSATION OF DEPUTY MINISTERS AND ASSISTANT 
DEPUTY MINISTERS 


While we are not authorized to make recommendations with regard to the 
compensation of deputies, we have been obliged to consider the position of 
certain deputies, whose qualifications and duties are technical, scientific or pro- 
fessional. We venture the opinion that, in order to retain men of the required 
calibre, at a time when the rewards offered in private employment are steadily 
rising, it will be found necessary, on occasion, to fix salaries as high as $15,000 
annually, 


Assistant Deputy Ministers. 


Assistant Deputy Ministers occupy positions second only to the permanent 
administrative heads of the departments. Some of them are performing duties 
which definitely make them members of the technical, scientific and professional 
service. Others are dealing continuously with, and supervise the work of members 
of the technical, scientific and professional service. The case of these officers 
has not been specifically referred to us, and no sharp distinctions can in any case 
be drawn between them. We make recommendations in respect of the two 
Assistant Deputy Ministers in the Department of Justice, the Assistant Deputy 
Minister in the Department of Mines, and the Assistant Keeper of Public Records 
in the Publie Archives only. 


24. RECOMMENDATIONS REGARDING OTHER OFFICERS WITH 
THE RANK OF DEPUTY MINISTER 


The following officers are officially described as having the rank, but not the 
title of Deputy Minister. It seems to us that this description of their position 
is anomalous and confusing:— 


Clerk of the House of Commons 
Clerk of the Senate 

General Librarian of Parliament 
Parliamentary Librarian 
Registrar, Supreme Court 


We recommend that in the case of the officers named in this section, they 
should be designated solely by their official titles, without the rank of Deputy 
Minister, since the position and duties of a Deputy Minister are not comparable 
with theirs. 

We recommend also that their salaries, and that of the Chairman of the 
Board of Historical Publications, be raised from $6,000 to $7,500 annually. 


25. RECOMMENDATIONS WITH REGARD TO SPECIAL RATINGS 


We have found a number of positions in the technical, scientific and profes- 
sional service in which exceptional or especially important work, involving unusual 
responsibility, commands salaries greater than the maximum in the regular 
classifications. Some of these positions, as will be seen by reference to Appendix 

A, have been placed in Grade VII, the highest of the regular grades which it is 
_ proposed to establish. Others cannot be dealt with adequately within the 
regular grades, described in Section 14, and for these we recommend a series of 
Special Ratings, at salaries of $7,500 and upwards. The positions recommended 
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tor special rating, together with the salaries considered appropriate to these 
positions, are as follows:— 


‘ile 
Position ecom- 
Department pean” 
$ 
PIPUUGUITS, 2) Setel soo. Ghai, bags 3 hs Director of Experimental Farms........ 7,500 
Board of Railway Commissioners....... Chiel Tratie Oiheers (5, « 4,.,5 an sackets 8,000 
PEP OMCE SF cy ost Goo w =e ones Mees ds | COOLER ARCUMMEM Sc catee fae keene eee 7,500 
Chief -Hixanginer ce.c kes eee 7,500 
TIGETION. prereees Wants alae ernie Peek ee Director, Dominion Water Power and 
Reclamation Services.ys-.. ase eeeeien 8,000 
IUISLICE Steven Site rete de eee em een Assistant Deputy Minister............. 7,500 
Pensions and National Health.......... Director of Medical Services........... 7,500 
Peablio \Wiorigs ‘hey ei. ie et he Cabeeen ty Chief Engineer, Public Works.......... 8,000 
Railways and Canals... ..4;asraeieek Sie, Chief, Ein gineer origi oiue Scie ees ee 10,000 
Engineer, Welland Ship Canal Construc- 
CLOT SS SRE ae ORS ERE 9,000 


26. THE COST OF THE CHANGES RECOMMENDED 


We have made a careful estimate of the net addition to the national budget, 
which these proposals will occasion. While it is impossible to determine pre- 
cisely the sum involved, which will be affected by the number of changes in 
personnel during the period of adjustment, and other incalculable factors, we 
believe that it is possible to state the cost with reasonable accuracy. The plan 
will not become fully operative until some five or six years after its adoption. 
In the first year the placing of each appointment within its appropriate grade 
will cause a certain initial expense, after which each succeeding year should 
involve a pr@gressively smaller additional expense, until the situation becomes 
fully stabilized. 

We estimate that the net additional cost in the first year will be approxi- 
mately $360,000; and the total additional cost, when adjustment is completed, 
approximately $750,000 annually. 

These figures of approximate net additional cost will be reduced, to the 
extent that the transfer of natural resources to the western provinces involves 
the withdrawal of members of the present technical and scientific staff from the 
Civil Service of Canada. 


27. SUGGESTED FURTHER INVESTIGATION OF THE CIVIL 
SERVICE GENERALLY 


During the course of our inquiry, we were impressed with the fact that 
those engaged in technical, scientific and professional work for the Government, 
though they formed a very important branch of the Civil Service, were still in 
numbers only a moderate proportion of the total engaged in Government service. 
The cost of government, measured by salaries or wages alone, is substantial, 
and the number of employees very great. Having in mind the obvious desire 
of the Government, as indicated by the refrence to us, to improve the status of 
its technical officers with a view to increasing the efficiency of that branch of 
the service, it has occurred to us that an investigation of the Civil Service 
generally, i.e., as to numbers, nature of work and rates of pay, might conceiv- 
ably result in some economy and greater efficiency. We are sensible of the 
fact that such a work is of considerable magnitude and would involve careful 
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scrutiny of the personnel in each department, and that it would take a con- 
siderable time, but we believe the results would more than justify the expense 
of such an investigation. We appreciate, of course, that this is not a subject 
which has been referred to us, and that our observations are not strictly perti- 
nent under the terms of the Order in Council, but the information adduced 
during the course of the inquiry has pointed so strongly to the possibility of an 
effective and valuable work being done in this way, in a further effort to improve 
the personnel and increase the efficiency in Government service, that we felt 
we might, without impropriety, suggest for the consideration of the Government 
that at the appropriate time it might profitably be undertaken. 


28. SUMMARY OF THE FOREGOING RECOMMENDATIONS 


Our recommendations, briefly recapitulated, are as follows:— 
Definition 

(1) That the technical, scientific and professional group be defined in 
terms of (a) the nature of the training required by members of this group 
before appointment; (b) the nature of the duties discharged by them in the 
service (Section 8); and that applications by deputies for the reclassification 
of positions in future be decided in accord with this definition by the Civil 
Service Commission (Sections 9 and 17}; 


Grades and Salary Scales 

(2) That seven grades, each with its distinct and appropriate salary range, 
be substituted for the two hundred and three separate and often overlapping 
salary scales now to be found in the technical, scientific and professional service 
(Sections 12 and 16); that these grades be as follows:— 


— Minimum Annual Maximum 
Salary Increase Salary 
$ $ $ 
TS a re ,800 120 2,160 
sis. ccbieus Ges Mi 2/280 120 2,760 
Si i i on 2/880 120 3,360 
Ee i. only wile Gils vlas'é ese ¥edecceccden 3,420 120 3,900 
ENON goin civ. cmc Rnis bx f de atifachiee b ¢s dalan 4,020 120 4,620 
ee i eee oe 4800 240 5,520 
ro a Te BET aie hae 5,700 300 7,200 


That the transfer of existing positions to these grades be made as described 
in detail in this report (Appendix A); provided always that, on the applica- 
tion of the deputy or deputies concerned, appeals against the suggested grading 
of present positions may be heard and acted upon by the Civil Service Com- 
mission. (Section 17). 


First and Second Divisions 

(3) That the technical, scientific and professional service be organized in 
two Divisions, to be called the First Division and the Second Division respec- 
tively (Section 14); the First Division to include Grades, I, I, and III; and 
the Second Division to include Grades, IV, V, VI and VII, (Section 16); that 
promotion of individuals from grade to grade within the First Division be 
made by the deputy concerned, subject to approval by the Treasury Board; 
and depend, not upon the creation of vacancies, but upon industry and ability 
and the character of the work done; and that, as vacancies occur, promotion 
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ivisi ivisi tion from grade to 
from the First Division to the Second Division, and promotior 
ae: within the Second Division be made by the deputy, subject to certifica- 
tion by the Civil Service Commission, and approval by the Treasury Board. 


(Section 14.) 


Recruting. ian 

(4) That the method of recruiting for the technical, scientific and pro- 
fessional service be modified in two particulars; that positions, so far as 
possible, be advertised simultaneously throughout the Dominion in the month 
of March; and that the form of advertisement of vacancies in the technical, 
scientific and professional service be modified, so as to give possible candidates § 
a clear impression of their prospects in the service. (Section 15.) { 
Probationary Period. 


(5) That in the case of those recruits to the Service who enter it in Grade if * 
and whose qualifications permit of a fairly rapid promotion to the next higher 
grade, but only in such cases, the period spent in Grade I be regarded as a 
probationary period; that initial salaries of probationers be not uniform, but ‘ 
varied according to the qualifications of the persons appointed; and that the — 
period of probation, which also need not be uniform, but should in any case — 
not be less than one year, be limited to a maximum of three years; at the close 
of which the probationer, if retained in the service, be taken on to the permanent 
establishment. (Section 16.) 


Contributions under the Civil Service Superannuation Act. 

(6) That the Civil Service Superannuation Act (1924) be amended, so as 
to entitle the civil servant at withdrawal from the service for any cause (except 
dismissal for misconduct), or his estate in the event of his death, to a payment 
from the Pension Fund of not less than his accumulated contributions to the 
Fund, without interest (Section 18.) 


Board of Railway Commissioners. 


(7) That the salaries of the Board of Railway Commissioners be estab- 
lished as follows:— 


Cbist Commissioners... 2. 286... 
Assistant Chief Commissioner... .. .. .. .... .. 12,000 
Deputy ChietCommissioner sei 2). et eee 11,000 
Commissioners.. .. .. 10,000 


That retiring members of the board be made eligible for pension, on a 
non-contributory basis, at the rate of one-third of total salary for those with 
ten or more, but less than twenty years of service; and at the rate of two-thirds 
of total salary for those with twenty years of service and upwards; that the 
age limit for members of the board to be reduced from seventy-five years to 


seventy; and that the tenure of future appointments be similar to that of Judges 
of the Supreme Court of Canada. (Section 20.) 


Board of Pension Commissioners. 


(8) That the salaries of members of the Board of Pension Commissioners 

be established as follows:— 
ener. em. LS ES ht OR a 9,000 
Members of the Board.. .. ; 7,500 


_ That in regard to pensions, the provisions of the Civil Service Superannua- 
tion Act (1924) apply to these officers; but that they be considered eligible fo: 
pension at the close of their term 


reached the age limit required; and that the tenure of future appointments b 
during the pleasure of the crown. (Section 21.) 


| 


| 
) 
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Civil Service Commission. 


(9) That the salaries of members of the Civil Service Commission be 
established as follows:— 


SR tis ke... .. . ane... ee $ 9,000 
Members of the Commission... .. .. .. .. .... .. 7,500 


That in regard to pensions, the provisions of the Civil Service Superannua- 
tion Act (1924) apply to these officers; but that they be considered eligible 
for pension at the close of their term of office, even though they may not have 


reached the age limit required; and that the tenure of future appointments be 
during the pleasure of the Crown. (Section 22.) 


Deputy Ministers. 


(10) That the position of certain Deputies, whose duties and qualifications 
are scientific or professional, be taken under consideration; with the suggestion 
that, in order to retain men of the required calibre, it may be necessary to fix 
salaries as high as $15,000 annually. (Section 23.) 


Officers with the Rank but not the Title of Deputy 


(11) That the officers named in this section be designated for the future 
solely by their official titles, without the rank of Deputy Minister: — 
Clerk of the House of Commons. 
Clerk of the Senate. 
General Librarian of Parliament. 
Parliamentary Librarian. 
Registrar, Supreme Court. 


That these officers, and the Chairman of the Board of Historical Publica- 


tions, be compensated at the rate of $7,500 annually. (Section 24.) 
- Special Ratings 


(12) That certain positions in the technical, scientific and professional 


service, of a very special character, be given Special Ratings; with salaries as 
follows:— 


Salary 

Department Position Recom- 

mended 

$ 
CNIS WRG CMa hn s ota << ve, Director of Experimental Farms........ 7,500 
Board of Railway Commissioners. ......|Chief Traffic Officer................... 8,000 
ES Eo ay eee, \Chisl ActiSPEy Cia an's ob. » ae 7,500 
‘Chief ee se ee emg ee oy 7,500 
lhe eS eee re ‘Director, Dominion Water Power an 
agin Reclamation Service.............. 8,000 
OO OES, Saree Assistant Deputy Minister............. 7,500 
. Pensions and National Health..........|Director of Medical Services........... 7,500 
RE ee eer ice Chief Engineer, Public Works.......... 8,000 
Railways and Canals..................|Chief Engineer...... Pe Pe ye 10,000 
Engineer, Welland Ship Canal Construc- 

GON... cake cee cores ae eee 9,000 


(Section 25.) 
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Advisability of General Investigation 
(13) That consideration be given to the possible improvement of person- 
nel, increase in efficiency, and consequent saving in expenditure to be secured as 


the result of an investigation into the Civil Service generally. 
(Section 27.) 


Certain Statutory Changes Involved 

(14) That, inasmuch as certain of these recommendations can only be put 
into practice by means of amendments to existing statutes governing the Civil 
Service of Canada, the necessary legislative action be taken in order to render 
them effective. 


These recommendations, we believe, will increase the range of possible 


advancement, so providing an outlet for legitimate ambition, and will make for 
a more orderly progress from the junior to the senior positions They will 
improve the conditions of work and give greater satisfaction in their work to 
the members of the technical, scientific and professional service, and will result 
in greater efficiency and benefit to the State. 


iE, WephA hay: 
Chairman. 

J. GEO. GARNEAU, 

WALTER C. MURRAY, 


Commissioners. 


» SS yt i oe 


APPENDICES 


List of positions considered to be technical, scientific and professional; 
and of the grades considered appropriate to these positions. 


-B. Comparison between the salaries of engineers in the Civil Service of 
Canada, and the salaries of engineers: (a) in the public service 
elsewhere in Canada; (b) in private employment in Canada; and 
(ec) in the Canadian universities. > 


-C. Comparison between the rate of advancement of certain graduates of 
McGill University, in the public service, in academic employment, 
and in private employment. 


Salaries in the Civil Service of Canada, compared with salaries of 
teachers in the collegiate institutes of Toronto, with special refer- 
ence to rates of annual increase. 
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APPENDIX A 


LIST OF POSITIONS CONSIDERED TO BE TECHNICAL, SCIENTIFIC 
AND PROFESSIONAL; AND OF THE GRADES CONSIDERED 
APPROPRIATE TO THESE POSITIONS 


The proposed new grades, to which reference is made below, are as 
follows:— 


—-- Minimum Annual Maximum 
Salary Increase Salary 
$ $ $ 
First Division— 
PARES is 3 pea Ot won 4: hol SE RE eG aia 1,800 120 2,160 
Gradegliitwcss. aaeee cid. Gebers. = «ar gemrs. 2,280 120 2,760 
ETTORE Re ye ne Py Coe CRE ee 2,880 120 3,360 
Second Division— 
Cea URE UNee eo Press meet +. + ee 3,420 120 3,900 
GUE e Si Stee. Uh. AESITSS.. SVR es 4,020 120 4,620 
MAREE Wl ect oe ss acess ss  harenuere mints 4,800 240 5,520 
Grae Vell eer aera eee vane site. he os ees 5,700 300 7,200 
PARCEL FUSRIINE soak oitmae so ida Shiro 2+ > swan aie 7,500 | and upwards. 


a a ae 


We recommend that in every case, unless otherwise specified below, the 
salary of the grade in which an appointment is placed be made inclusive of all 
present living or house allowances. Thus, in the case of those officials for whom 
a house or quarters may be furnished by the Government, the appropriate 
deduction for rent should be made from the salary received. 

The numbers in brackets, which follow certain titles in this list, refer to 
the footnotes on the same pages, in which explanations of the proposed adjust- 
ments are made when necessary. 


Proposed 
Present Classification New 

Grade 
Adiingry eGuusGli< cme. s+. ssi es ere eee eee Vv 
AT AA eCIE HANIA ed. oyu ss . 6 os ec ow ees cee Il 
Animal Nutritionist and Geneticist. ....d¢.:..s.4. ose eee Iil 
Animoal Nutritionist and Physiologist. .......:....a.+. oe one oe6 eee II 
PANTO Sl a NOLO gtk Saleh. o's 8. ieee ns de al dae 54 7 ee ee eel 
PSII CUUOLY. © tule s. @ . x ican vuyseaeioe » ¢ doteeeeee At 
Perotti: oN a Oe a an Mee II 


TINMIREM PATOOIUOCE UG 5 css f ens 2 oe ed on cue pues cle ae Ill 
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Present Classification ae 2a 
Grade 
ES ee 
Rane sheetaeananiae “seetmanan fs Mews 
PRUNE es. cy. ee ce Oe II 
Seeenet, Indian Affairs............ 0...) Miec. vf) Wek I IV 
Seebetral Drafiaman.-.,...... 0.000299 ee ee I 
Architectural Specification Writer......................2-.. 00-0. lil 
SES Ses leer ns Vv 
ener “emer IV 
Beeiaded..1. 2080208000... os a IIL 
NE Fs f2'sy, hd du VA Lie Le. oo. 6s ie A Ce a I 
+ Assistant Agricultural Bacteriologist......................0.000. Il 
a i Pr Il 
URIESEHIAOCOLOVISt hs... ack Ps... osc ede ew ws da di II 
Dminmrenitect: .. ui... aches. SUT Td Le Il 
Assistant Architectural Specification Writer...................... Il 
ST ee nes | mre ere re II 
IIIOTENGG 1 aleve has... oe eee ded: 0 Il 
meteor Architect,.:..............a0e6seeiss eee ee VI 
peememenior Cattle Division............2f1.. 8020 ae eee Il 
aetenthiel, Charting Division......... 0.0... 00. 1... a ae Ill 
Assistant Chief, Division of Demography, Dominion Bureau of 
Md Sd ie. sinc way 4,0 = oe 0 On ee ee Ill 
Assistant Chief, Division of External Trade, Dominion Bureau of 
EE ee ee ae PEER Ill 
Assistant Chief Dominion Analyst...........:......00 020... IV 
Assistant Chief Enginecr, Board of Railway Commissioners....... VI 
Assistant Chief Engineer, Dominion Parks................--.0455 IV 
Assistant Chief Engineer, Marine...............00.0 ese cee n nee V 
Assistant Chief Engineer, Public Works.................0020005- Vil 
Assistant Chief Engineer, Railways and Canals................++ Vil 
Assistant Chief Engineer, St. Lawrence Ship Channel..........-.. VI 
Assistant Chief, Poultry Division................0--s sees ee eeees Il 
_ Assistant Chief Traffic Officer............--. +0500 reer cesses ees V 
emetant Climatologist............-...+-sseepeees teense tees eee aA, 
Assistant Commissioner of Agricultural Economics...........----- IV 
Assistant Commissioner of Lights................-.--- PRM V 
Assistant Commissioner of Patents...........-++.+-seeee eee eees Vv 
Assistant Counsel, Department of Railways and Oanals:.\). .VYe2% Vv 
Assistant Deputy Minister, Department of Justice.............--. Special 
Rating 
Assistant Deputy Minister, Department of Mines............-..-. V 
Assistant Director and Physicist, Meteorological Barvieo ia; 5 V 
Assistant Director and Secretary, National Gallery of Canada..... V 
Assistant Director, Astronomical Observatory.........++-++++++5: VI 
Assistant Director, Astrophysical Observatory.....-.......+-++.-5 VI 
‘Assistant Director, Dominion Water Power and Reclamation 


as oss a ewhenstls O00 AG UR a Ms aS 


~ 1We recommend that this officer be placed in Grade V and that promotion be made by merit to 


Grad n the recommendation of the Deputy. ‘ ; ; 
F ie eetend that the official who is acting as Assistant Director, whatever his other duties, be 


nked in Grade 
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Proposed 
Present Classification New 

Grade 
Assistant Director, Geodetic Survey. . eae V 
Assistant Director, Natural Resources ‘Intelligence Service. . Re cae" VI 
Assistant Director of Forestry... .... ski. se a atit ise ene VI 
Assistant Director of Medical Services. .....0........ 081404. ae VII 
Assistant Director, Topographical Survey.. ds V 
Assistant Dominion Statistician, Dominion ‘Bureau of Statistics. . V 
Assistant Klectrical. Hmgineer:..... ..<.4.5,. 0 dain ae LL 
Assistant Hneimneer. ok cas +. «os peut n> - eiiemsid = ote int 
Assistant Engineer, International Waterways Problems............ iil 
Assistant Engineer, St. Lawrence Ship Channelac.©; «... eee LE 
Assistant Engineer, Welland Ship Canal Construction 2). Geelong Vil 
Assistant Entomologist Ns ass» Oe bed By be untae ar II 
Assistant Ethnologist a). eC SOE EN Il 
Assistant Examiner.of Companies. ..0........0%-..8-> 95d Ill 
Assistant Expert in Grain Chemistrystiny/. a. tance: eee eee IV 
Apietant, GCOlOmish..... «2 eetee.:. . oj eR eeeye ecnon 2 ee, os -, = errr II 
Agistant Hydraulic-Engineer. .... . 2.2.40 4s ot oe II 
AeeriantEydrographer.................- ciate, ste ee Ill 
Adeistant imvPlant Breeding. ...4. . .s< + nce . Beeea eee Te 
Assistant in Pomology, Division of Horticulture.................. Ill 
Assistant im Vegetable Growing’) ...«dadva.nc: ot. «he. eit TEL 
Assistant Invertebrate Palaeontologist. . eid be, Uden a Lr 
Assistant Keeper of Public Records. fuith  Wivetahod: J Daeg h ae Nok 
ASSiniant NIAPNETICIAN ... psc. 4 2. Wa Bees «apm eee eee Il 
Assistant Marine Engineering i aftsman and Surveyor (Temporary) Ill 
Assistant Miechanical. Engineer ws 2. y aes To: bug ee Il 
Assistant Mechanical Engineer, Dredge Design................... II 
Agseistant Medieal Adviser... /.. .~ . >unas oe eee 42 ee VI 
Assistant Mineralocist.... 7... ..s .. gearete ee eaten oe ee Il 
Agsisiand Naval AT CHIGGCG cg ccs 5k oe ERE RE) Uh ee V 
Assistant Office Eneineerie.s «ad'.). <i deel eee ae. ay eee ee II 
Agsistant Palaeoootanists. «... ... . x «ctegee oeeee RTL, JOR ee Il 
Assistant Patent Examiner... : ..... 2+ secs « + poateatiak eee eee I 
Agsistant Plant, Pathologists... ... << aelseia acu daca ata oa, ee Il 
Assistant Power Development. Engineer... ... 00.0.0. .0.. snc es eee: ) II 
Assistant. wadio. Klectrieal Fngmeer...... :....2echi..) Jo. See II 
Assistant secretary and Translator. . 2.0: oxias' 1 3b. dee IV 
Assistant Solicitor, Department of the Interior................... V 
Assistant Structural Engineer, Railways and Canals............... IV 
Assistant Structural Engineer, National Defence.................. Il 
Assistant Superintendent, Dominion Arsenal (Quebec).. /_. ee IV 
Assistant to Chairman, Board of Historical Publications........... paw 
Assistant to Chief, Feet) Division. \.fasusit a0. aes eeneaielisciel aaa Il 
Assistant to Chief, Markets and Fertilizer Division............... II 
Agsistant. to Chieti, Seed Divisions sd. 77400) lasherdeosek sonnel Il 
Assistant to Chief Supervisor, Illustration Station................ II 
Assistant to Dominion Animal Husbandman..................... I 
Assistann..0 ceed COmmiissioner.....,... 04... +, s.5 eaee ee Il 
Assistant Vertebrate Palaeontologist..:. 2. e)ca.. oe ee. et ae Il 
Assistant Weather Forecaster... .... ...0))%> *" an Rb lene ae GA 


PASIUREL AOOODISG Gc. cg ck sess be esos an... L Et 
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a ——————— OO eeee—————Tll—=_=_—_—=—=—=—=EDA== 
Present Classification Pere 
Grade 
-. 
RREROMURTONIVI8t....5504.......... 0 REGIA II 
Associate Dominion Entomologist....................2.e... eee. VI 
miata Kthuolorist..............--ec ae lie.) AAD el IV 
EL IOOI IEE pec... 2... nice Beans oo van SO IV 
Associate Invertebrate Palaeontologist................... MAG “ IV 
Associate Map and Chart Archivist....................s..-s00- II 
ener se imneralogist 2.50.2)... is. . PR. OO IV 
Associate Palaecobotanist...............0cccc0ecccceceseeseeewes IV 
memermmne + nysical: Anthropologist. ....... cc... 00. Sk eee IV 
Rassociate Professor of Engineering........¢....6.. 6.50000. al IV 
eeceetererotessor of English ....... 2 .cggsmn o- See eee bean IV 
eeemarineeeroiessor of Prench..\...... 04). 98.0. 0 IV 
Associate Professor of Mathematics............... 0000 cesueueees IV 
- Associate Professor of Physics and Chemistry.................... IV 
Associate Vertebrate Palaeontologist..............-000 eee sete IV 
Associate Zoologist, Invertebrate and Marine Biology............. IV 
Associate Zoologist, Mammalia................... elidel) AO IV 
ROM CIPADO Df. ic. pec... oeednes SW EN bh ale Ae Vv 
MICE STAUG 4... oui ce ce. eee te al Oe ee IV 
RINNE AatAGG So. osc. nn... pene ae. ae Ill 
Astronomer, Grade 2....... ites, oe Oh uel te ae II 
rere Cernded) 22rd. ee ee, J I 
AIST) cis... cine see nye es ss III 
‘Ballistic Officer, Dominion Arsenal..............0.. 04-42 -. es ees V 
Nk avastha salen ee oo oe eae ie oe Ill 
Bridge and Structural Engineer........... 65-600 secre sere ees IV 
Canadian Advisory Officer, League of Nations, Genevat..........-. Vil 
Canal Superintendent, Lachine Canal..........-..--6-++0++0055: IV 
Carilloneur, Parliament Buildings..............--. 0.05 -+seeseeee IV 
UPETGDT. 3. og i) sie soe) ee RE 2 Il 
Si iaicho cu cee 2 vip tle ace le hee RE ee II 
MabaaliSpecialist. ... -..0. 0... ee ce a TS Fae Ill 
Chairman, Steamship Inspection Board......... 0... -++0+++++0055 VI 
| 0 REN S ePPIPIPIPIPIE s IV 
Chemist, Dominion Arsenal.......... 025. +050 e seer steer eeeee V 
Chemist-Pharmacologist...........------seeeeee sss eee seen eees V 
Chief Actuarial Assistant...........---- 00-2 e bee ee eee eee ens it 
Serer rrremerremerrrrc OC lrrer Special 
Rating 
Chief Animal Pathologist?.........--.- +526 0+ Heirs neta eae eee V and VI 
EP aE a VIL 
WGhief Archivist, Europe’..........-.- ++. 0er erences tte eee be 
Guise Ameayer........--+ +++: Sonate sine eater A 
> Chief Assistant, Cereal Division........---.-+++s0ssrserer ester: Ill 
Chief Assistant, Division of Animal Husbandry ..<2- . inane 2 eee Ill 
Chief Assistant, Division of Field Husbandry 2.2) 88. Sa ae Ill 
Chief Assistant, Division of Forage CropS.....--.0++- seers e tenes Ill 


nee to this officer be continued. ' Sa 
ed in Grade VI, but that future appointments to the position 
ed by merit to Grade VI, upon the recomm of 


1We recommend that the present allowa 
2We recommend that this officer be plac 
be placed in Grade V, and be subsequently promot 
the Deputy. 


3We recommend that present allowances to this officer be continued. 
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es omooo_{V_—_"_—> 


Proposed 
Present Classification New 
Grade 
CD RO En, RE he: CR TL PTS RR 
Chief Assistant, Division of Horticulture. ...... 2.0.0... 205 see ee III 
Chief Assistant, Poultry Division... ..... 22a eee wir. Cc aeae Il 
Chief Botanist, National Herbarium, .: ..geeeee ns hook ee eee V and VI 
Chiat, CattlewDivision .. Sei i26. . ch Eek ee eee V 
Chief, Census of Manufactures, Dominion Bureau of Statistics.....| IV and V 
Ginet ‘Charting Division :)). 22.00... . coo aiae eee ae enc Oe ok ee IV 
Chief Chemist, Division of Ore Dressing and Metallurgy.......... V 
Chief, Customs-Excise Chemical Laboratory.................-++- V 
Ohier) Dairy Markets Division, :....... \@aces. Gah ed te shee V 
Chief, Debates Translation; Branch... 2S RG. dene Vv 
Ohiel Dental Officer... 0. ieee kos. ke ew ro oo VI 
Chief, Division of Agricultural Statistics, Dominion Bureau of 
Statistica... ich ie. .ts. qh ahi. . cae lee aleve eee IV and V 
Chief; Division of Anthropology: «. deal: }..- 0. 6 ee eee V and VI 
Chief, Divisioniof Biology! 30  . . os) ocseueted n05 | eee) ee V and VI 
Chief) Division of Borings! walk... ... Achebe po. aelet e ee eee V and VI 
Chief, Division of Ceramics and Road Materials!................. V and VI 
Chieb? Divisionvof Child’ Welfare... 0.0. geiieue. +. £8. baa eee VI 
Chiet,Divisionor Dairy Produce... ..<- a5 ons)... >. ee ele Vv 
Olnet, ‘Division ‘of: Dairy Research . ......0chWiae. sie eo. V 
Chief, Division of Demography, Dominion Bureau of Statistics. ... VI 
Chief, Division of External Trade?, Dominion Bureau of Statistics.| IV and V 
Chief Division of Field Crop fnsects....-2 <6. 26 nc ob Vv 
Chief; Division of Foreign Pests:Suppression. 2,07). ..¢25552).5ee V 
GHigt, Division-of Forest: Insects, . 920,95 eee eee Vv 
Oniet., Division’ of Huel Testing!... .. . cache...) OR eee V and VI 
Chief, Division of Internal Trade?, Dominion Bureau of Statistics..| IV and V 
Chief, Division’ of Medical Research. .<4.,i0c.4) 2 aaa ee eee Vil 
Chiet, Joirvisiontof Maneralogy?..... ... . i c122 he eee eee V and VI 
Chief Division: of Mineral Resources. .1....5. ieee eee ce oe V and VI 
Chief, Division of Ore Dressing and Metallurgy!..................| V and VI 
Unief, Division;ot Palacontology? ......; ef..80 Ae cok eh eee V and VI 
Chief, Division of Quarantine, Immigration and Marine........... VIl 
Chief, Division of Systematic Entomology....................t0. Vv 
Chief, Division of Venereal Disease Control............02.¢s 02104 VI 
Chief, Domimion wndlyst. 7. ov... <i ales aoeti dees Cee VI 
Chief, Drafting and Reproducing Division, Geological Survey..... .. IV 
COlier Ari risraanl 8. Bie as. scan. sae eee en Te 
Chief, Economic Geography Mapping Division................... V 
Chief, Engineer, Board of Railway Commissioners................ VII 
Chief Hngimeer, Dominion! Parks Branch’. 0). .90004 oe. ee Vv 
Chet Hngineer,: Marines ia... u.20c. ke VII 
Chie! dingineer Public Works: ¢i04 ivan ss ua Oe ee te eee ae ee Special 
Rating 


‘We recommend that these officers be placed in Grade V, and that moti b i 

to aa VI, upon pce shaeameg al of the Deputy. prom dvionsspa use on ener 
je recommend that these officers be placed in Grade IV, and that promoti b i 

to Grade V, upon the recommendation of the Deputy. poe 
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7 [0 
Proposed 
Present Classification a 
Grade 


Chief Engineer, Railways and Canals........................... Special 


_ Chief Engineer, St. Lawrence Ship Channel...................... ve 
Seemmanmmenmminer, Insurance. ............:..10..0+..040,5.....,.5 Special 
Chief Executive, Medical and General Assistant......... cM 
soumaves Chemist..................ene/... 20 eben a V 
RU VIMION 220... Ie a IV 
I POMIIVISION; F009... soos. creo luantcoun nen IV 
Chief French Archivist, Department of Public Archives........... VII 
Chief, General Statistics and Editor, Canada Year Book....... VI 
Chief, General Translation Branch................0ccecueecees. Vv 
TIONS oc oes cle ww ccne vo MOE Oe VI 
INN orc Sori M8 vs sce sien s one dbo acta pe VI 
PROMMSOTVISION. 0060. 0 ee eed eee V 
PEemiornoner:. .. 0.0. cu... ..) 4 er Se ae ee VI 
Chief Inspector, Aircraft Inspection...................ceeeeeeeee V 
menenector of Ammunition.......:..... fei. Avge ea V 
Pueemeneetor of Explosives.......... .coutvlevoel) (even ae VI 
Seem Lransiation Branch..............>he.«ss0rewns oaeeeee V 
Chief, Manuscript Division, Department of Public Archives........ IV 
DEE PPArtaTnay hes pul. .... 2. Lae eld) Se Ill 
Ce ne Ill 
Chief, Markets and Fertilizer Division......................000-- V 
Chief, Meat and Canned Foods Division...................00000- V 
eerniioa) Division.........-....0.eveweiny. von eee IV 
EOL CAL CVIBOT «oii eie 0s inseie oon oe ete tales 5 cane VII 
Smemeineral Exhibit Division.......... 08.000) v. oe IV 
Chief; Mines Chemical Laboratory!..................ceeeceeneee V and VI 
Chief, Mining, Metallurgy and Chemical Division, Dominion 
Rar (StRtintlog. 6, i... 6... ecb ee od las oe eee IV and V 
Seeemeiralination Branch......... .... 0+ ds shwle le a IV 
SELLA TONILECE, ».. fs oc oo. eo. es ee ee ete de Ope VII 
Pee rayvomMatrist...2.......7.6. . MRO. Vil 
Reman O0400T sa... eee as hd Vil 
Sueronitentiaries Engineer...........+..-<sewe.s siete een O ae V 
Sey DIVISION... 65... 0. oe es ee SIN a LOO V 
SnD -Isianoctor.....0... Yk se... COT eres ae IV 
Chief Sanitary Engineer, Department of Health.................. V 
OE PR Pre ear re V 
Meeieeeed Division... ..... 0... 068i ee ieee ere wees eweeaies wae V 
Chief, Sheep and Goat Division................eeeeee eee eeees. V 
Chief Supervisor, Illustration Stations.............-.-0+eeeeeeees V 
Chief Surveyor, Indian Affairs.............000 esses e ee ee seen rees V 
_ Chief Taxidermist and Herpetologist.........-..-..0:eee eee eeees III 


1We recommend that this officer be placed in Grade V, and that promotion be made by merit to 


rade dation of the Deputy. } ; 
* IN ane that this officer be placed in Grade IV, and that promotion be made by merit to 


Grade V, upon the recommendation of the Deputy. 
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Present Classification 


Sy 


Chief; Tobacco Division ............... eee Maan ede ee 
Chief Topographical Engineer’... ... 2... shee ee ee te ee 
Chief Trafic Officer. <. 0.06 coe. - SOCCER SRE te. 2 cto 


Chief Translator, Senate. (0... 2... . eas eee eee a Sere 
Chief, Transportation Division? Dominion Bureau of Statistics.... 
Chief Veterinary Inspector. ........ 222 2 Pe aie > RR PR 
Clerk of Process, Exchequer Court..........--.2--00+ sees eeeeee 
Clifdatologist. 00... Jiu si deagte in + eee eure Re Garhi, yee 
Collector Preparator Specialist............. 005000. e essen eee 
Commissioner of Agricultural Economics.........-...-..--+0--45 
Commissioner of Lights. 228.503... ....-6ise.aar oe eee Lot ee ae 
Compiler of Geological Information...............++++sseeseeeee 
Gonstruction Architect... ¢eiea.s..d Ree meee se ogee eaee ey en 
Counsel, Board of Railway Commissioners.........---....++-+-+5+ 
Counsellor, Department of External Affairs (Parig)®. .. 2... 
Counsellor, Department of External Affairs (Ottawa)............. 
Curator of Prints, National Gallery of Canada. .................. 
Dairy and Cold Storage Commissioner.........--...-5+200-2-05- 
Dairy Specialists..2 60s cme en. «+ kee pie ors oo ee eee 
Dental Offider. ......e a. bs EO ee ee 
Departmental Librarian, Grade 3, (Mines Department)........... 
Departmental Solicitor... os... ee eeeee ror ee nee 
Deputy Registrar and Reporter, Exchequer Court................ 
Designing Engineer, Ship Canal Construction................++.. 
Director, Astronomical Observatory . . 9s... 2.0... - ees © SRO ee 
Thrector; Astrophysical Observatory. 20....00..00 - saree ere ae 
Director, Dominion Water Power and Reclamation Service........ 


Director, Expérimental Rarmsi.. .!27laegtl hk. Da Eee 3 aes 


Director Genéral of Surveys. >. ..... 8484.04 6 ne Ge en tee 
Director, Geodetic’ Surveyx\....... o22 cee ees soineeer nate gee eee 
Director, Medical Services, Indian Affairs....... 

Director, Meteorological Service, . 2.010 22 «cto ceutds eee ee 
Director, Mines Branch ia. 4..... oe eee ete: ee 
Director, National Gallery of Canada...0...).....2. 0. «(2 eee ae 
Director, Natural Resources Intelligence Service....... 

Director of Fish Culture; ., 2...) uae ee Ueeeee ek ee ee 
Director of Fisheries Promotion and Inspection................... 
PRVECTON: OF LE OTCRETY one. arae)s. -. « bcpsce, scolBO As ls toes RC i oe ae 
Director of Levelling 4. 265.......04.s4.:.ch nosh ee Sh) Tee 
Divector of Medical Services .............4 5. -sCidetel ROI tk See 
Director of Radiotelegraph Service 
Director of Geological Survey 


Proposed 
New 
Grade 


V 

V and VI 
Special 
Rating 
Vv 


IV and V 
V 


IV 
Ill 
II 
VI 
VI 
IV 
Ill 
Vil 
VI 
VII 
V 
VI 
Ill 


VIL 
VII 

Vil 
Special 
Rating 
Special 
Rating 
Vil 

VI 

Vi 

Vil 
Vil 

VI 

Vil 

VI 

Vi 

Vil 

IV 
Special 
Rating 
Vil 
Vil 


1We recommend that this officer be placed in Grade V, and that promotion be made by merit to 


Grade VI, upon the recommendation of the Deputy. 


2We recommend that this officer be placed in Grade IV, and that promotion be made by merit to 


Grade V, upon the recommendation of the Deputy. 
3We recommend that present allowances to this officer be continued. 
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Present Classification 


a ma LL 
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o, ©, hee, ee «, 6, @ 
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eee eer eee 
“4450 ele » 6 

° Ob ) www sb «) 4 js 
ow 4 fF te ewes aS x 
oe, te wow bd os ale 

ee a oe ee ee 

PO ee © © Ww 6c 00) 6) & Gee ee 
gis 0 4 shave e's #0 t/ 5 IP ee 
c+ ec Ooch ewe stu esa mae bat 
Poe © ae Be ol) os) + io ie SOR a ws ee ee ee ee 
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een +» 66) Oat &» BES Bele ee 


ae Pb %, +) moe SO 
94? © ww 0 let te Be eee A oie 


C## e800 0 © Kw aieee 64 6. ob « ee Oe wt blaine) See 


Division Superintendent, Radiotelegraph Service 
Division Supervisor of Meat Inspection 
Dominion Agricultural Bacteriologist 
Dominion Agrostologist 
Dominion Animal Husbandman 
Dominion Apiarist 
Re eh 
0 EE aa he 
Dominion Chemist 
SERIE SONLOMOIOPISt. .. .. «osc. 3 Sexe de eee ..coaeeen oer 
Dominion Field Husbandman 
ME PLOPTICHILUTISL,.....6 0. eee eens s+ ne tp ae 
Dominion Poultry Husbandman 
Dominion Statistician 
Deen Wreck Commissioner... .. ..)ie2T. dias ssteced | eee 
INIUETL C1 VBE 2.2 oo... iy ccc ch > sis b'~ bbe) Ciwiets)e> een 
Editor, Grade 3 (Mines Department) 
Editor, Grade 2 (Mines Department) 
Editor, Grade 1 (Mines Department) 
Electrical Engineer 
Electrochemical Engineer 
meeormecnanical Hngineer..............<-<quse+s->h OsMes One 
Engineer, Department of Indian Affairs.............-. 40-02 ees 
Engineer, Dominion Power Board... . 
Engineer, Hudson Bay Railway Terminals..............+-+++++5. 
Engineer, Mines Branch, Grade 4 
Engineer, Mines Branch, Grade 3.........++.++++0s sss eeeu rene es 
Engineer, Mines Branch, Grade 2........-.- +--+ +++ +0+ssseseeees 
Engineer, Mines Branch, Grade | 
Engineer, Public Works, Grade 2.....-. 050+ +++ 2-05 seteereteees 
Engineer, Public Works, Grade I 
Engineer, St. Lawrence Ship Channel... . 
Engineer, Welland Ship Canal Construction......... +--+. +0.++055 


econ ce 6 oh 6 OS ORS we ele eee ee eee 


ee 


Proposed 
New 
Grade 
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———— ean nn 


Proposed 
Present Classification New 
Grade 

NED a a eee 
TintGomolowist. Gyo. ask ioys teeta a see see ae Til 
Bthnologistt, x oc fe AR 22. . oR OE See V and VI 
Examiner of Companies, Department of Insurance...........----- IV 
Examiner of Masters and Mates?...............02 sees seen ee eee I 
Experimental Farm Assistant, Grade 3.......--.4+++ + 00-22 eee ee a 
Experimental Farm Assistant, Grade 2.......... 0. see eee eee eee I 

_ Experimental Farm Superintendent, Grade, 25.32 ais ee eae eee Vv 
Experimental Farm Superintendent, Grade-1s;.; uns cet) aoe ne vv 
Experimental Sub-Station Superintendent............--++++---5- Il 
Expert in Grain Chemistry..........-- 2-20 ese seen eee ees VEN A ge 
Wield: Husbandman. 0.42 oe.6... . owe a II ; 
First Secretary, External Affairs®... 2.00002... 19h ols Saree VI 
Pisherics ENSNCeT Ls ki. nce ee: cere eee at ee V 
Forest Products Assistant, Grade 2.....0...6..5... S090. 2. ee i 
Forest Products Engineer, Grade 5.1)... 000000. eee V 
Forest Products Engineer, Grade 4......:.5-...-...5-+0+-e- 003 ay IV 
Forest Products Engineer, Gradei3 / 75. Ween, Sees. 0 ee IV 
Forest Products Engineer, Grade 2.. 005.02. 5.6.5 ee ee eee one Ill 
Porest Products Engineer, Grade 1... -:egetieg 30 Sten ee ee II 
Forestry Engineer, Grade-655......... ieee +: /te hee Vv 
Vorestry Engineer, Grade .6..4.... 0: Cee wa!, 2 en eee Vv 
Forestry ngineersGrade 45... ... 05 Ree es oer ae IV 
Forestry Engineer, Grade 3........-. 3 hheu ss Ske oe ee Til 
Forestry. Engineer, Grade 2.45.1. .:... eee Oe. eee II 
Porestry Wngineer, Grade di o....0-< een ek pees Ok I 
General Assistant Engineer, Railways and Canals.................. VI 
Georrapher; Geslogical Survey ?..... Rc... 8 Raa oe ree Vv 
(Feovrapher, Grade 2a. 26 oo, Le ne eee IV 
Geoerapher, Grade La, .c cir. '-)./ ots eee ete iil 
(Geolorise) G23. Regdbs eae. oo ee Oe V and VI 
Head Clerk, Mines Department, Deputy Minister’s Office......... iil 
Head Clerk, Dominion Bureau of Statistics (T. and C—S—301).... Il 
Head Translators: ¢. fej. 000n-. «sg een URS 5 Oe ee IV 
Hrydraulic/Rngineer®. 228004)... ...... eRe ake en IV 
Hydrographer, Grade 4470... .. .. <<. Goa Se es IV and V 
Hydrographer, Grade 3 y..%.0.0.). <n: Leen Be ee Wl eo iil 
Hrydrographer, Grade:2:. coc... 0). ae Pet ete ae se II 
Mydrographer;(Grade' 1s 02.0... OE ee - Oe ee I 
Inductive Interference Kngineer: ...<<. 372. See ae ee IV 
Inspector of Civil:Aviationy .. <0. Re eee Ve ee IV 
Inspector of. Explosives: uaa... .. 0. Mie ee ee es IV 
Inspector ‘of Railroad. Operation). ...c0-4 ove fe ee ee ee Til 
Inspector of Railroad Safety Appliances.........-0...65..0 2.200% Il 
Instructor in Chemistry® .¥.)..45 02,50. eee ee eee Ill 
Instructor in Hngineering®... 8... can nn es h coe eee iil 


1We recommend that these officers be placed in Grade V and th i i 
Grade VI, upon the recommendation of ihe Dewiee: and that prone tiops SP iaenagel 

*This recommendation does not include part-time officials. 
_  3In the case of officers of legations in the Department of External Affairs, we recommend that exist= 
ing eles be continued. 

4We recommend that these officers be placed in Grade IV, and th i i 
to Grade V, upon the recommendation of the Deputy. y and thet promt 


5We recommend that in future appointm iti i i 
a aor pp: ents to these positions be placed during the probationary 
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es 
Present Classification ieee 
iS ee © ME Grade 
Instructor in English!.................... Ill 
eee WY PTeaA S.A cee Ill 
Instructor in Mathematics!..................................45 Ill 
Instructor in Modern Languages and History!..................... Ill 
Instructor in Navigation?.......................... I 
Instructor in Navigation, Seamanship.........:................. I 
ON A a rl III 
Invertebrate Palaecontologist®..............:.00.0-cese see eue 1 V and VI 
Investigator, Natural Resources, Grade 6........................ 
Investigator, Natural Resources, Grade 5...........0.c0ceeeeeee IV 
Investigator, Natural Resources, Grade 4............00ccccsseuee IV 
Investigator, Natural Resources, Grade 3...............cccceeeee III 
Investigator, Natural Resources, Grade 2.................cceeee. II 
Investigator, Natural Resources, Grade I..............0e00eeeeee I 
Investigator, Northwest Territories, Grade 3.................000. ¥ 
Investigator, Northwest Territories, Grade 2.................005. [V 
Investigator, Northwest Territories, Grade I..................--. II 
BIE NOCINNIAG S.C... ad. de es oe eae Oi i I 
Joint Law Clerk, House of Commons.................c0ccereeees VI 
i i Ill 
0 i en ree ee I 
Se RIETING 2 8.65 o-oo) + 3, vlan +.0.0 « « uc lnonimapabtaesnege 9yelaaeia ann I 
See I 
ES ne Sem rl I 
mrmenmrtmental Solicitor. ...........05<<as++eseeee «eee IV 
meeemeenrical Prigineser..............a0sesss «shin elee eae I 
TOOT 5 ooh ea wwe ese cee pee ewes ee eg ee I 
EU I 
Siemon dt ydrometric Pngincer.............-eececc es cwnetnes aie I 
mmmrarrigation Fingineer............. «<< «eplate bole hs dee I 
Sememeeehsnical Hingincer..............dsebdss seuss Gee ae I 
eeait. Pathologist... ........... +. aslo emaleah lls laa een a I 
Junior Power Development Engineer................00.0eeeeeeee I 
eeenendio ilectrical Engineer. ....... .«. 00> uli da sens I 
eEEPEEMIIIG) TUIOCLTICIAN. . 2.0.2 <5... =. - << sow pels ently oe I 
SEEMS INSPOCUOL. seis os sos os ue 6 6 aetmaee ge I 
fee Tidal and Current Surveyor........--<«0.-+.++s406 semen II 
Junior Topographical Engineer..............ceeseenence sean saen I 
PeOOlogIst. iis. ok. eee ee eee RL coe Re a I 
Mee Gerk, Interior... ... 0... 6... eseeoih se ceabekeel. aoa am Il 
Bemterk, Senate. so. 5..5 5 ants blan!in dhe sin WAM. oats Saltese VI 
DTRCDOTLET 0. nc ne tee ene mes Cesena a Ill 
De AMVISer......-. 0.0026 os ee ses ake Deer VII 
Librarian, Supreme Court..........0-- seer eee eee cere eee ee eee, Ill 
emai ClommissiONer..... >. <> <6 <s+enens se ewan < <nn eee VI 
1We recommend that in future appointments to these positions be placed during the probationary 
period in Grade I. 


2When instructors in navigation are required to give tuition in all subjects upon which Masters are 
ares to obtain passing percentages, irrespective of the grade of certificate, we recommend that an 
ad ; 


i 00 be authorized. . F 
ie aad that this officer be placed in Grade V, and that promotion be made by merit to 


Grade VI, upon the recommendation of the Deputy. 
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Proposed 
Present Classification New 
Grade 

VIEY ain it) | ae eS ERR CCRC AER Da o> IV. 
Rap Draftsman . 652+... jeune oe ts ae tee es eal ee I 
Martine Agent 0... c fe ek Oh oa s+ ane tees tats fatale te eRe ARES ARES IV 
Marine Superintendent. «6.005... 0!) 200 Ee BIRR ESS, Ts itr Ab 
Mechanical Appliance Specialist...... 2.2.1... 0. eee eee eee eee DV 
Mechanical Draftsman........ Oa aca ta tert SE COIERIECR, SMPTE OP se I 
Meéhanical Hngineer:.. .. 0.000%. 5. eee oe co as ae IV 
Mechanical Engineer, Heating, Ventilation and Sanitation........ Ill 
Mechanical Superintendent of Dredges!........................-.| V and VI 
Medical Officer, Grade 3...0.0.0. 0... +.0 SIBLE) .tgupeiete eo te arena VI 
Medical Officer, Grade 2.00. 2)......... ¢ TREES iene be che Vv 
Medical Officer, Grade 1. 2. mec... + oh) SERIES Rte eee IV 
Medical Officer, Grade 3, Special... G00.) (ies Se aeeteres VI 
Medical Officer, Northwest Territories, Grade 2.................. IV 
Medical Officer, Northwest. Territories, Grade 1.................; Iil ; 
Medical Superintendent, Indian Resetvetis..2o. O42. (oes IV 
Méteorologist. (Temporary)... :...1.:.. CURE eos a, Sa eee II 
IWMiiéro wAmalyst.. Mics. e cae eceat os Gu». vancnd Ramee iii ats tae 02 vr I 
Military Construction. Emgineer.......< .:2ROMPONG) i, GENE eae Vv 
Miner aloo iet yi icuc Se Ae cde bo wr toto Eee cond 8 rrr ..| V and VI 
Mining: Inspector .5.5.. 6: econ. a Oe bk aes omy One IV 
OR Ge AA eINeeE cua aye yo < WA sk eee os me mmmrnon ohne epee Ill 
Ontician and Hyemaker. «a2... aya tee one wie Qe ot epee V 
CONIC OO BIST at. chew be eee ee « N:P eee A i V and VI 
Paleleobotartist? anche wc cece cd 0 os a. ss Caco tk coun espe Heenan ME Re V and VI 
Pan MeNGarys 1 PADS TOL GA wee nn i. aren RR jv te tak be Ill 
Patent. Classtication Glerk..........¢¢hauet suas: apse eee Ill 
Pabent BRA RMer chee «cacti ho ee aos CE a eee Oe IV 
Peat Specialists ri ccc ass craters eee ters ea eng cgie oe nee h Ill 
Penitentiary. Physician (Full-time) . « ...0.06<+.0« <5 70/0 eeee ee Ill 
Pension, Medical Examiner, Grade 2....:s04 n+ 4.5 a eee ok eee VI : 
Pension Medical Examiner, Grade 1.....0e.4.9.4.0.-8)+ eee V | 
Petroleum. Kagineer, Grade 3... ... ... cds eee 0 ee VI 
Petroleum Mugineer, Grade 2... .. - 2... ca: gerkee. ee V | 
Petroleum Engineer, Grade 1... . nu. cee eresncsstals 2 1k ee Vv , 
Mata tee Had VeR LIN COT stele hades). dade. noes «2 s+. dai nc es So SMR ai keiwcerc 4 Il | 
PART PAtWOlO SIS aisha no es ooo. oSecs ns ee eR ae, ee Ill 
Poultry: Husband mane cece bi. +. toons hip eee ceo ee ee i | 
Precise Levelling, Engineer, Public Works: :....0 ek. cee n ee IV | 
Principal Clerk, Mines Department, Deputy Minister’s Office...... Il 
Principal Clerk, Dominion Bureau of Statistics, (T. and C.—S.— | 

PGs Lye LPO GATIEL aU acs. 5 5 «cde4 crs js donee ts hols 0c ean as © mee ee II | 
Principal Clerk, Geological Information....... ee Il | 
Principal Clerk, Mineral Resources Information.................. II | 
Principal Drattsii anc. iy.. id cigese.-aceruavteegidesat eens a Il 


Principal Map Draftsman 


_ 1We recommend that this officer be placed in Grade VI, but that, in future, appointments to the posi- 
tion be placed in Grade V, and be subsequently promoted by merit to Grade VI, upon the reeommenda- 
tion of the Deputy. 


"We recommend that these officers be placed in Grade V, and that promotions be made by merit 
to Grade VI, upon the recommendation of the Deputy. 


oo 7 3) a 
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SSS SS ee 
Present Classification sig! sags 
Grade 
ES EE ee 2 ee ey | 
Principal oe tt a: ee ~ II 
Principal Steamship Inspector, Boilers and Machinery............. V 
Principal Steamship Inspector, Hulls and Equipment......... V 
SI PRADSIBGOB yo... olny ooo 5 once SAM BLE, he III 
BNE A EGNEANORTING! | oo... se sos each. ........, SL V and VI 
Seon. Of Mathematies!:... 2.920... xwaalGl. Lon:.. Segond | V and VI 
Professor of Physics and Chemistry!............................ V and VI 
Radio Electrical Engineer........ ein ootsuatecage et Aa oe Til 
Radio Electrician. ..... Mons +s SL Il 
ERT oe iiidgiwcen:s csi ods « oc teres ois ne 0 II 
Registrar and Reporter, Yukon Territorial Court................ Ill 
eee sucehequer Courb, . |. cesid os es RR oe I VI 
Research Clerk, Department of Mines, Grade 2.................. Il 
Research Clerk, Department of Mines, Grade l.................. I 
Resident Engineer, Fish Hatcheries..................--000-0 0-0. Ill 
Resident Engineer, Lighthouse Depot.........................0.. II 
PINES ASODG is oi eo vn es ev es CT Oa VI 
Second Assistant Clerk, Editor and Chief Translator, French De- 
PERSOUBLC oie coe ee nee eos MMR Ddb ‘wath Vv 
, Becond Secretary, External Affairs?...... 00.00. ...40-00c sede ee IV 
pemeeuerrs Dominion Fuel Board............+..000lia is Le: V 
IE RTS TOS ed oligo 0s of py at»: «- «ssn nei ee et Rae Ae VI 
PREETICLION SPCCIAUSt. J: 6). ..... + RR. 1) J ee Il 
kd os co civ dass bige aera wd AL i IV 
marion Assistant, ............. «ep eee eae tlt: RL II 
Pnemarial Txaminer......... 9. ie) ee A a Vil 
IEEE AASUITISOD? 9.50. gees 04! -1-) vie ivese crapepana deine avery oe bowen Vi and VII 
Stan, Architect... ......<+.»-+,aees «eae. se Ill 
Bememeeietant Wnginecr......... 6... ..s-000ceeaen. Ue, IV 
Senior Bridge and Structural Engineer..........066.2.000¥ e000 VI 
DEnErea! SDECIALISt 5... 6. oe an eo + > yee LU ge IV and V 
Semon st anetruction. Architect..........: Ai A Be, on IV 
Senior Copperplate Map Engraver’........2... 00.00.00 eee eee. II 
REET GINGT .., ce ee ve ou el. ee URE I 
Weer, Hieetrical Engineer........%0.... 2/00 03RREL Lot, 20.08 VI 
Senior Engineer, Dominion Power Board........................ VI 
Summoneoring Clerk.:...../.-.------+r0> mene sees oe ee I 
Resmmelcaminer of Companics...........-29- mame seme. oe V and VI 
Remeervaraulic Hngineer. .......~...28)) 005 ERI a k Te VI 
Semen aerieation Specialist.........-.---.+..- cee eet UNM tom oe Ill 


1We recommend that these officials be placed in Grade V, and that promotions be made by merit 
to Grade VI, upon the recommendation of the Deputy. } e 
%In the case of officers of legations in the Department of External Affairs, we recommend that exist- 
allowances be continued. 2 i 
~ 3We recommend that these officers be placed in Grade VII, but that, in future, appointments to the 
position be placed in Grade VI, and be subsequently promoted by merit to Grade VII, upon the recom- 
mendation of the Deputy. MID: u ’ ; I 
 4We recommend that this officer be placed in Grade V, but that, in future, appointments to the posi- 
tion be in Grade IV, and be subsequently promoted by merit to Grade V, upon the recommenda- 
tion of the Deputy. 4 owt ‘i 
8We recommend that officers in charge of copperplate map engraving in the Departments of Mines 
he I ior be placed in Grade ITI. . : 
aaa We eta that these officers be placed in Grade VI, but that, in future, appointments to the 
position be placed in Grade V, and be subsequently promoted by merit to Grade VI, upon the recom- 


tion of the Deputy. 
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eee ee en (a ka. 


Proposed 


Present Classification New 
Grade 
Wire ec La eM, 0 
Senior Map Drafisman...-m...-. .- + --.2 Gee yes ++ + tlie Eee I 
Senior Mechanical Engineer, Heating and Ventilation...........--. IV 
Sonior Micro Analyst.:...- ope <li: 20). eR RS Sts eats che eR II 
Senior Office Engineer!, Railways and Canals...........++++++++-> IV and V 
Sonior Plant Pathologistts..) 2... 0... skeen. oe NE ie ee IV and V 
Senior Plant Pathologist, Cereal Diseases Research..........----- iV 
Senior Quantity. SUIVEYOF...4... 2-2-5 - 22 + ges 5 eye II 
Senior Radio Electrical Engineer........-..--+-+2+se sever eetes V 
Senior Radio Blectrician. 64... .c:. . 6 cepe cee aie eee te ee 9 ieee SR Ill 
Senior Radio Inspector. ...2. 0... s.+ ke ne eee oe a ee III 
Senior Seed vAmalyst..k cnseen de oe hE eR Eee heb I 
Senior Ship Draftsman (Temporary)..... Ss iece.tdet a SETAE ah ee I 
Senior Steamship Inspector..........-.-2 eee cee e etree eee ees IV 
Senior Tidal and Current Surveyor.......-.-.. esse eee e eee eens IV 
Sanior DrarmelatOre .6.6. si teats oo + = ce ccnlenntiys Sf )s GEES, ea II 
Ship Draftemaniink c-..cecae es «pa cg ze tiete os Silils the SE De ea I 
Soil Analyst, Topographical Survey...........-.+.sees reese eens Ill 
Solicitor and Counsel, Department of Railways and Canals........ Vil 
Solicitor, Department of the Interior..............--+++++eeeeees V 
Soligitor tO the Treasury..ew. ce sa. cscs cle ties Wessels ose eee VI 
Sorel Shipyard Superintendent............. ss eee eee sree eee eens IV 
See RPUCTATI NS Pickers, oc Gating » +00 ebb bese one ee ee enn iil 
Statistician, Department of Labour............. 2... 0. bere e eens IV 
Steamship Inspector, Boilers and Machinery...............+++: ro gas 
Steamship Inspector, General... .. 1. eee nee viene eee ee IV 
Steamship Inspector, Hulls and Equipment?................+-..5. Ill 
SP IGtUPBI A NGINEST. os ce fi a. = wets een dae oh hee es IV 
Superintendent, Aircraft Inspection..................0+ sees eee Vv 
Superintendent, Air Regulations’... ........6...000- 0b sah oo de ae V 
Superintendent, Airways’... <0... a ldastaye |, Lae V 
Superintendent, Dominion Arsenal... .............4..00im.) henna VI 
Superintendent, Fuel Testing Laboratory.............-....++++5: a 
Superintendent, Marine Hospital, Service..............-+++0++05: IV 
Superintendent, Masters and Seaman Branch...................- IV 
Superintendent of Animal Quarantine Station.................65-. I 
Superintendent of Indian Education ... t0.0).). 0.4.84 GRRE ee IV 
Superintendent: of Lights. |... .. .. cn es edeGvelers. eel ee IV 
Supennbendent, of, Pilote.... oc. «skeen de ool DER IV 
Superintendent of Radiotelegraph Service..................++0005 V 
Superintending Canal) Engineer... 2. ..5.:.5:-i:su + » eC Wee oe VI 
Superintending Engineer, Sault Ste. Marie Canal................. LY. 
Supervise: Anslyst,'Seed Branch...) 000 Boe ee Ill 
Srpervas Me ATCRILOCh. raked ts wnrkiiele «:sthinm eoisis 5, ae slnnmiehties Koide Vv 


1 We recommend that this officer be placed in Grade V, but that, in future int t 
to the position be placed in Grade IV, and be subse uently pr ' ee ae ee 
upon the recommendation of the Deputy. : y promoted. by 

2We recommend that in the case of one officer, at the port of Halifax, to whom 
of $480 is authorized for the performance of the duties of Ships’ Tackle Inspector, Th aig teiea ene fall 
duties of a Steamship Inspector of Hulls and Equipment, this allowance be continued. 


These positions are now filled by officers of the Royal Canadian Air Force. 
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S—__——_aseSc6@—«=«<=@aquaIsSs<_oe—~S_ _—___ ee 
Present Classification Pithee 
Grade 
Supervising Architect (Maintenance).................... V 
Supervising District Engineer.................00cceceeceeseeees VI 
Supervising District Inspector of Pure Bred Swine.............. 4 II 
Supervising Examiner of Masters and Mates..................--. II 
Supervisor, Bovine Tuberculosis Eradication..................... IV 
Supervisor of Building Materials Laboratory..................... ¥ 
EI MPUTL WV OYE... Cs 5 <i ADE ee eae « s IV 
Supervisor of Illustration Stations................0escsceeeseeee I 
Sunervmor ot Levelling, Geodetic..........00. 00... cceeedneesaes IV 
Semana OL Surveys Laboratory ..........<siuw sats vs «aaa beetle IV 
muewasot Of Wild Life Protection............+..-.-+setecge eee IV 
_ Supervisory Mining Engineer, Department of the Interior......... VI 
SOOT, CTACS Givi s cas eee ccs kanes os cease cae V 
eines, CITRAG O55... s%.. 2. exe ee as ee ee V 
NEE YE re eee eRe IV 
SALOOY, GTACGIG..... .,- 5. - +--+ any eath > Oe es oe III 
CEEIIOD? (CAT ROG Zio. 4. ss 5 oo a ee ale oe een II 
rmamrinber, Graded. abl... . sakes oe cm ee Re I 
mnreeniat, Grade 3... ...., 26.65. 0.ceeen es + oe oe III 
SEECEICING,, CHTADG Zo... le. sos chips ake er a ook eee eee Il 
emmnrrveicist, Grade 1...............c0saneuees eu me os angie I 
mmasuiiding Materials...........-.0-sess-ssceue}ee¥mmemn I 
Third pecretary, External Affairs'..............0.00eesedneueeuns II 
eee Ly Oe a nee rrr I 
ES eee eee II 
Topographical Engineer, Mines Department.............-++.+++ III 
Topographical Engineer, National Defence.........-...-.+++.+++. IV 
| a a nr ce er I 
Travelling Veterinary Inspector...........--5sseee reer e teens IV 
Vertebrate Palacontologist?............ 06sec cece eee eee reece V and VI 
Veterinary Director General.............. 2005s sees eee eee eens VII 
Veterinary Inspector..........-.- 0. eee ee ere e eet e eens II 
Water Power and Reclamation Engineer........-.-..+-+2e+0e+005 V 
WensthamPorecaster..... 0.6.0... eee emmnciess deae weds Ill 
Weather Observer and Forecaster, Grade 2........6.+ ++ eee eeeeee Il 
Weather Observer and Forecaster, Grade 1........2-+ sees e ee eees I 
Weather Observer, Grade 6 Station........---..++- eT err ae I 
Zoologist, Mammalia’...........-- ++ +s sere eres eres retest eees V and VI 


errr Seana 


1In the case of officers of legations in the Department of External Affairs, we recommend that exist- 


ing allowances be continued. ; 4 
ze] 2We Soiaimnend that this officer be placed in Grade V, and that promotion be made by merit to Grade 


VI, upon the recommendation of the Deputy. 
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APPENDIX B 


COMPARISON BETWEEN THE SALARIES OF ENGINEERS IN THE 
CIVIL SERVICE OF CANADA, AND THE SALARIES OF ENGIN- 
EERS: (a) IN THE PUBLIC SERVICE ELSEWHERE IN CANADA; 
(b) IN PRIVATE EMPLOYMENT IN CANADA; AND (c) IN THE 
CANADIAN UNIVERSITIES 


TABLE I 
SALARY RANGE OF ENGINEERS IN THE CIVIL SERVICE OF CANADA 


Water Power and 


Public Works Mines Reclamation Marine 
Engineers 
Chief Engineer— Director of Mines— | Director— Chief Engineer— 
$7,500 $4, 500—$5 , 400 $4, 800—$5 , 400 $4 , 800—$5 , 400 
Assistant Chief Engin- Assistant Director— | Assistant Chief 
eer— Engineer— . 
$4, 800—$5 , 400 $4 , 320—$4 ,920 $3 , 420—$3 , 960 


Supervising District 
Engineer— 
$4, 020—$4, 920 


District Engineer Grade 
i Chief of Division— | District Engineer— | District Engineer— 
$3 ,720—$4, 620 $3 , 720—$4 , 620 $3 , 720—$4 , 320 $2 ,820—$3 , 360 
$3 , 420—$3 , 960 


District Engineer Grade 
Engineer Grade IV—|] Engineer— 


$3 , 120—$3 , 720 $3 , 480—$4 ,020 $3 , 120—$4 , 000 
$3 , 120—$3 , 720 
Senior Assistant , Senior Assistant Senior Assistant 
Engineer— Engineer Grade III—| Engineer— Engineer— 

$2 ,820—$3 , 300 $2 ,820—$3 , 300 $2 ,820—$3 , 300 $2 ,820—$3 , 300 
Assistant Engineer— Engineer Grade II— | Assistant Engineer—| Assistant Engineer— 

$2 , 220—$2 , 700 $2 ,220—$2, 700 $2 , 220—$2 , 700 $2 , 220—$2 ,700 
Junior Engineer— Engineer Grade I— | Junior Engineer— Junior Engineer— 


$1, 800—$2, 160 $1,800—$2, 160 $1, 800—$2, 160 $1, 800—$2 , 160 


Salary Range of Engi 


eers in th 
Civil Service of i 


tario 
I irector of Surveys, Lands and Forests— 


$4, 200—$5 ,000 
C hief Engineer, Public Highways— 
$4 000 


, , 


Relat: Chief Engineer, Public Highways— 
$3 , 300—$4 ,000 


be stapes Public Works— 
;- $3,300—$4,000 


: Inspector of Surveys, Lands and Forests— 
— $3, 200—$3 , 800 


id Bridge Engineer, Public Works— 
$2 ,850—$3 , 450 


District Road Engineer Public Highways— 
$2 , 700—$3 , 300 


- Assistant Engineer, Public Works— 
$2, 700—$3 , 300 


Surveyor, Mines Department— 
$2, 200—$2 , 850 
$2 , 100—$2 , 700 


_ Assistant Highway Engineer, Public Highways— 
$2 ,400—$3 , 000 


Assistant Inspector of Surveys, Lands and 
Forests— 
$2 , 100—$2 , 700 
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TABLE 2 


Salary Range of Engineers Employed 
by the Toronto City Hal all 


Chief Electrical and Mechanical Engineer, 


Group 
$6 ,000—$7 ,000 
Engineer, Group VIII— 
$4, 300—$6, 000 


First Assistant Engineer, Group VII— 
$3 $4,000 


, ’ 


Second Assistant Engineer, Group VI— 
$3 ,8300—$3 , 600 


Assistant Engineer, Group V— 
$2 ,900—$3 , 300 


Junior Engineer and Designer, Group V— 
$2, 250—$2 ,900 


Plan Engineer, Group IV— 
$1,800—$2, 400 


Surveyors, Group II A and B— 
$1, 600—$1 , 900 
$1, 700—$2 ,000 

] 


TABLE 3 


f 


Salary Range of Engineers in 
Outside mnployenen in Canada! 


_ Chief Engineer 
$10, 000—$12,000 
Assistant Chief Engineer— 
= roa ,500 
Supervising District Engineer— 
$7,000—$9,000 
_ District Engineer, Grade 2— 
$4, /500— $6,200 
District En, seri rade 1— 
F 00—$5,200 


1A questionnaire was recently sent by th 
in in this country, asking these 
; es for nity above appointments. 


Yo 
~ 


eee Se! eee SEs Ee! !"-_—_A Uae 


Salaries Recommended by the Engineering 
Institute of Canada, as a desirable scale for 
Appointments in the Civil Service. 


Chief Engineer— 
$9,000 and up. 
Assistant Chief Engineer— 
$7,200 and up. 


District Engineer— 
$5,400 and up. 
Senior Assistant Engineer— 
_$4,200—$5,400 
Assistant Engineer— 
$3,300—$4,200 
Junior Engineer— 
$2,400—$3,300 


e Engineering Institute of Canada to thirty-one firms engaged 
firms to indicate what they would consi 
The figures in this column are based upon replies received. 


er to be reasonable 


re ea i_e) 
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A. 


Professor— 


$3,500—$5,000 


Associate Professor— 
$3,000—$3,500 
Assistant Professor— 
$2,500—$3,000 
Lecturers— 
$2,000—$2,500 
Instructors— 
$1,000—$2,000 
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TABLE 4. : 
SALARY RANGE OF BROF Ee IN UNIVERSITIES OF EASTERN 
A 


B. 


Professor— 


$4,200—$7,000 


Associate Professor— 


$3,750—$5,000 


Assistant Professor— 


$2,500—$3,500 


Lecturers— 


$1,200—$2,500 


C. 


nEe 


Professor— Head of | Professor'— 


a Department)— 
$3,500—$4,500 


Professor (Not Head 
of a Department)— 
$3,000—$4,000 
Associate Professor— 
$3,000—$4,000 
Assistant Professor— 
$2,500 —$3,500 
Lecturers— 
$1,500—$3,000 


$4,500—$5,000 
or $6,000 


Associate Professor— 
$3,600—$4,300 

Assistant Professor— 
$2,700—$3,450 

Lecturers— 
$1,800—$2,500 


Do 


iSpecial cases at higher figures. 


Professor— 
$4, 500—$5 ,000 


Associate Professor— 
$3 , 600—$4, 000 


Assistant Professor— 
$2 ,800—$3 , 300 


Lecturers— 
$2 , 000—$2 , 500 


TABLE 5 
SALARY RANGE OF PROFESSORS IN UNIVERSITIES OF WESTERN CANADA 


Professor— 
$4, 200—$5 , 000 


Junior Professor— 
$3 , 200—$4 , 000 


Assistant Professor— 
$2 , 500—$3 , 000 


Lecturers and Instruc- 
tors— 
$1, 8300—$2 , 400 


Professor'— 
$4, 250—$4, 500 


Associate Professor— 
$3 , 500—$4, 250 


Assistant Professor— 
$2, 500—$3 , 500 
Lecturers— 


$1, 8300—$2 , 500 


Instructors— 
$1, 200—$1 ,800 


Professor?— 
$4, 000O—$5 , 000 


Associate Professor— 
$3 , 200—$3 , 800 


Assistant Professor— 
$2 , 400—$3 , 000 


Instructors— 


$1, 600—$2 , 200 


Assistant— 
Up to—$1,500 


1Dean receives an additional $500. 
*Salary of a dean is $5,500-$7,500. 


> 


—— a © 


TECHNICAL AND PROFESSIONAL SERVICES — 53 


APPENDIX C 


COMPARISON BETWEEN THE RATE OF ADVANCEMENT OF CERTAIN 
| GRADUATES OF McGILL UNIVERSITY IN THE PUBLIC SER- 
_,. VICE, IN ACADEMIC EMPLOYMENT, AND IN PRIVATE 

EMPLOYMENT, 


We have been furnished with the results of an investigation undertaken a 
short time ago by Dr. H. M. Mackay, Dean of the Faculty of Applied Science 
of McGill University, dealing with the salaries received by the graduates of 
that faculty. Two tables, compiled from his analysis of returns to the question- 
naire which was circulated, are quoted below, and illustrate the rate of advance- 
ment of those who went into the government service and into the teaching 
profession respectively, as compared with the rate of advancement of all gradu- 
ates who made replies. 


TABLE I 


AVERAGE EARNED INCOME OF McGILL GRADUATES IN ENGINEERING AT 
CERTAIN INTERVALS AFTER GRADUATION 


Years after Graduation 0 5 10 15 20 
Government Employees..............---+--.-| 1,050 | 2,090} 2,440] 3,180 3,560 
- Teachers....... 2 he apie Reren sapere 1,030 | 13977| 2,903 | 3,710] 4,250 
es chaaerasacces 995 | 2.380] 4,300| 6,100| 9,300 
Ratio, Government to all..............++--5+. 1-06 0-88 0-57 0-52 0-38 


Caan ————————————————— ee 


TABLE 2 


IAN ED INCOMES OF McGILL GRADUATES IN ENGINEERING AT 
er of CERTAIN INTERVALS AFTER GRADUATIO 


Years after Graduation 0 5 10 15 20 
a4 NA ai 1,000 | 1,800 | 2,300 | 3,000 3,300 
. ae « cailp SERR PNEES 900 | 1,800 | 32000} 3/000] 4,500 
MANS, acess neve em ceca three acer 900 | 2,100 | 3,500} 4,800} 6,000 
Ratio, Government Employees to all.......--. 1-11 0-86 0-66 | 0-625 0°55 


eee aeennecnnenennennanen 


i e incomes made by a few conspicuously successful 

Boi ates laoahteg ‘weed distort the figures in Table 1 somewhat, especially 
~ in the last two columns, a fairer comparison can be made by reference to Table 
9 which is based not on averages, but on the medians, and thus makes possible 
. a comparison between the most representative examples in the three groups. 
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It will be seen in the second of the two tables, that, whereas the representa- 
tive graduate who went into government employment received an initial salary 
11 per cent higher than that received by the representative graduate who went 
into the teaching profession, at the end of fifteen years they were receiving the 
same salary, and at the end of twenty years the salary of the government 
employee was 25 per cent lower than that of the teacher. 

When comparison is made between the representative graduate who went 
into government employment, and the representative case illustrated under the 
heading “ All Graduates,” the contrast is even more pronounced. The former, 
on entering the government service, received an initial salary 11 per cent higher 
than that of the latter. At the end of ten years’ service, however, his salary 
was by 34 per cent the lower of the two; and at the end of twenty years’ service, 
it was only a little more than half that of the median salary for all graduates. 

It is also to be noticed that, between the fifteenth and the twentieth year of 
service, the representative graduate in government employment received an 
increase of salary amounting only to $300; whereas the corresponding median 
figure for all graduates was $1,200. The corresponding median, for members 
of the teaching profession was no less than $1,500. 
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APPENDIX D 


SALARIES IN THE CIVIL SERVICE OF CANADA, COMPARED WITH 

SALARIES OF TEACHERS IN. THE COLLEGIATE INSTITUTES 
fs OF TORONTO, WITH SPECIAL REFERENCE TO RATES OF 
ANNUAL INCREASE 


Within the teaching profession, the teacher in a Collegiate Institute is one 
whose position may be directly compared with that of the technical, scientific 
or professional civil servant. Like the civil servant in question, he has prepared 
himself for his appointment by spending several years in acquiring an appropri- 
ate specialist training. Like him also, he receives his appointment at a some- 
what more advanced age than is usual for entrance into other occupations. In 
the nature of things, his earnings are closely restricted to his salary, although 
individuals may supplement their incomes to a certain extent by private tuition 
and by writing, as the technical, scientific or professional civil servant may 
supplement his own income, though as a rule on a small scale only, by writing. 

The comparison that follows is designed to throw light upon the relative 
rate of advancement in these two comparable groups. For this purpose, the 
teachers in the Collegiate Institutes of Toronto (302 in number) have been 
selected. The facts with regard to salaries in this group have been obtained 
from the Board of Education of the city of Toronto. The facts with regard 
to salaries in the technical, scientific and professional Civil Service were obtained 
directly by us from the departments concerned. 

It will be seen by reference to the following table, which is based upon 
averages in each case, that at the time of his appointment (when he is credited 
with four years of previous experience) the teacher in the Collegiate Institute 
receives an initial salary considerably higher than that of the newly appointed 
member of the technical, scientific and professional service. 


~ 
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Teachers in Collegiate Institutes Professional Civil Servants Weighted 


Five-year 
Average: 
Years of Civi ¥ 
Service Percentage ; Percentage] Servant’s 
Average | Weighted | Increase | Average | Weighted | Increase Salary as 
Annual | Five-year | in each Annual | Five-year | in each | Percentage 
Salary Average | Five-year | Salary Average | Five-year te) 
Period Period | Teacher’s 
Salary 
$ $ % $ $ % 
hy Se Be DUAnietts. Sagernie). Leics ast 2,258 
apie CR, Don Ie ceemitetal «i ean 2364 
CMe aS SIs 2) Ais a Rea 2 352 
AW ens eine PROS. SAGs | «tt oa nis Se 2,701 
By ae tae & 2,733 4.4 9 | a RS 2,605 J 415 hee. eee 96-2 
Bhs sie pemint DCAD wh camaro} 6 bclangan 2,602 
he eee 2 OUT a pM sc si ae 2.717 
fees gC CRIA 3 ODT ee ema S x cloen oka 2,754 
ORT AE NT. SALSA he te AWARE asia ek oxo taal 2,677 
NOs Sep ts 3,118 3,006 19-7 2,828 2 ao 12-9 90-7 
Pleas se Bt LAS al ete ee SORE 3 cs Ae 3,093 
1A Geers SOU Wil. phe eee cc otter ane 3,140 
lbh Sa aes Sy LOY he... REESE Lc Sea nt acon 2,995 
MAR Nrschd x vat: Bon) ted) LAO el os: hi ae 2,978 
0) ee 3,301 3,244 7-9 2,858 2,976" 9-2 91-7 
Ae SL BS GUS dik: Aiea |. AES ORE 2,928 
COUR EM Osis, ROR ed Lame. ae Cae 3,048 
5 teres, 253 SB SOUSA yap Sy cues eae ae (aetna eee 3,070 
ee eae 5s Re |» Oke MSR 3,146 
OU tere aes 3,512 3,381 4.2 3,165 3,053 2:6 90°3 
2s EE eee SOD elichis ee ahAeont a bo sche 3,172 
aT ays ate ra teg: 2 Wa gees a Aer (Cg cee be 3,166 
Darr ia ts es.2 DRO hase ls Sek See 3,248 
DLE 3 See SROAOA e Naess sed Sa 3,509 
Dit aah tai 3,975 3,608 6-7 3,701 Sy oL0 8-4 91-7 
Doe jess OO Ue bebe sat haki | hala 3,455 
ye Teka eee Sie ep (eee OI ae Set. 3,504 
24's SN inlet SOLO Y eh laden lank 3,899 
7 NE Cy tl Gee 6 Ce Dit Or be: 3,650 
Si pane A, Aa 4,575 3,625 0-5 4,050 3,673 11-0 101-3 


Moreover, during the first twenty years of service, the rate of advancement 
among the teachers in the Collegiate Institutes of Toronto is, on the whole, 
more rapid than the present rate of advancement in the technical, scientific and 
professional Civil Service of Canada. It is only after twenty years of service, 
when the teacher and the civil servant, between whom the comparison is being 
made, have both of them reached the age of about fifty, that the difference - 
between their respective rates of remuneration begins to be somewhat less. 

The facts appear to show that the teacher’s salary is augmented more 
promptly and much more rapidly during the years in which family responsibilities 
are heaviest. From the fifth to the twenty-fifth year of service, the professional 
civil servant is receiving a salary which, on an average, is from 8 per cent to 
10 per cent below that of the teacher of the same seniority. 

__ Towards the end of his career, however, the civil servant frequently meets 
with advancement which makes up the lost ground to some extent. In the period 
from the twenty-fifth to the thirtieth year of service, the member of the technical, 
scientific and professional group in the Civil Service of Canada is, on an 
average, receiving a salary of about $50 per annum in excess of the average 
received by the teachers in these Collegiate Institutes, 


INTERIM REPORT 
DATED 
JULY 12, 1929 
ON 


ORGANIZATION AND SALARY RATES 


FOR THE 


Research Staff of the National 
Research Council 
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Quesec, July 12, 1929. 


To His Excellency 
The Governor General in Council. 


Str,—The undersigned Royal Commissioners on Technical and Professional 
Services beg leave to present an interim report respecting the organization and 
salary rates for the research staff of the National Research Council. 

There exists no question that all the members of the proposed staff of the 
Council fall within any definition which may be adopted respecting technical 
and scientifically-trained men, as even a superficial examination of the quali- 
fications for appointment and of the character of the work to be performed, 
indicates that they fall within the classes mentioned in the Order in Council 
in respect of the salaries of which recommendation is desired. 

It may be pointed out that the work to be carried out in the National 
Research laboratory is of a very special nature, requiring for its due perform- 
ance research ability of a very rare and high order, and is not identical in 
character, nor even relative, to the ordinary work of permanent officers of 
the civil service, whose duties are at least partially administrative, and whose 
salaries will be dealt with in a subsequent report of this Commission. 

The undersigned have had under consideration a report to Your Excel- 
leney from the Honourable the Chairman of the Sub-Committee of the Privy 
Council for scientific research with attached schedules of positions and salary 
rates; have heard Doctor Tory, President of the Council, and have examined 
all material and evidence filed with them, including the comparison of salaries 
paid for similar work in universities in Canada and the United States, and 
for technical work in Ganada and elsewhere. 

The Commission observes that the method of classification adopted in the 
United States is not identical with that proposed for Canada by the Research 
Council, and this circumstance makes any absolute comparison impossible, 
but it may be pointed out that the Canadian scale of salaries under the lowest 
erade (grade 6) is very slightly higher than that of the United States (grade 
9), but in the higher grades the salaries proposed for Canada are substantially 
less than those paid under the United States scale; for example: The salaries 
on the scale proposed for Canada range from $2,100, the minimum for the 
lowest grade, to $8,000, the maximum for the highest grade, a spread of $5,900, 
divided into six classes, and is substantially less than is paid to men in similar 
services in the United States, ranging from $2,000, the minimum, to $9,000 and 
up for the maximum, a spread of at least $7,000 over nine classes. The rates 
proposed are in some cases higher than those paid by universities in Canada, 
but it is pertinent to remark that the work and opportunities of such officers 
are not identical with those of the staffs of universities, and also that the scale 
of university salaries is steadily increasing for the same reason which impels 
the request of the National Research Council, namely, that without adequate 
increases, the withdrawal of able and experienced men from such work and 
indeed, from the country, is inevitable. The Commission is impressed with the 
necessity of retaining in Canada men who are qualified for this highly technical 
and important work, and, therefore, unhesitatingly approves the recommenda- 


tions already submitted on behalf of the National Research Council, as 
follows: — 


i 
© ' 
am 
. 
“7 

ge 
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a (1) That the classification and salary schedules applicable to the research 
; _ staff of the National Research laboratories, as set out in tabular form 
> in exhibit “A” attached hereto, be adopted. 


__ (2) That the positions as listed in the final column of exhibit “A” 
. attached hereto, be established. 


(3) That in normal cases appointments to the research staff of the 
National Research laboratories shall be at the minimum salaries 
approved for the class concerned; but that, if necessary, an appoint- 
ment, with the approval of the Minister, be made at a salary rate 
between the minimum and maximum of the class to which appoint- 
ment is being made. 


The Commission further observes that in view of the fact that the staff 
of the Research Council is just now being organized, involving immediate 
appointment of essential officers and members of the staff, the recommendations 
contained in this interim report should receive the early consideration of the 
Governor General in Council, in order that the positions may be filled before 
men, who are now known to be available, form other associations. 


Respectfully submitted, 


EK. W. BEATTY, 
Chairman. 


J. GEO. GARNEAU, 
WALTER C. MURRAY, 
Commissioners. 
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